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AESTPACT . ' . J 

This document contains the Pennsylvania Model 
Individualized Hrlttei) Prcgras Plar (IWPR) for vpcationai 
rehabilitation facilities and accompanying resdi^ce manual.. The first 
part provides the IWPP form, which corsists of 4 cover sheet, goal 
sheet, and performance notes: instructions for completing it;. and an 
example of a, completed form. An explanation of the IHPP review is 
also given. A glossary and list of sugges-ted sources are appended. 
The second part, the manual, provides mat'erials to assist staff 
vocational rehabilitation facilities in impl^ementing the IHPP. A 
section on' developing and mqnitorlng suggests a process for 
developing IWPPs, gives suggestions for prioritizing program ifoals 
and for writing progress notes, provides a suggested client Interview 
guide for developing a strength/need list, mak*es suggestions for 
streamlining paperwork, and discusses writing clear, behavioral goal? 
and ob1ectlve/s. Steps involved in self -surveys--a recommended process 
for lonitcring IWPPs and preparing for licensing — are discussed, 
sample forms are provided. Other sections discuss (1) strategies for 
In^lving the client as well- as parents and relatives, (2) maximizing 
si^t cooperation and special implementation problems, (3) 
coordination "^ith the client's referral/sponsoring agency, and (^4) 
general jipproaches and si^mple. strategies for dealing with problem 
behaviors, (YIB^ 
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♦ Reprodtctlons supplied by EDPS are the best that can be made ♦ 

♦ frcm the original document. 
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Dear Service Provider: • . 

\ Because, of the need, to de Institutionalise clieitfce and malntfln 
public accounthbllltyi It is eaeential that every rehabilitation agency 
have the capacity fo deliver services which effectively address the 
needs of individual clients. The tool post likely to insur.e the 
necessary accuracy an^ 'economy is the Individualised Written Program Plan. 



The material imthls booklet has been develoMd to assist rehabili- 
tation agencies in prepatlng and inplementing Individuall^std Written 
Program Plans. V^ll* Iti use is not mandatory y I ehcourage you- to adopt 
as much as will benefit you in developing your agency's process for 
individualising rehabilitation 'aiervlces. Thifc material was designed to 
be compstable with federal and state regulations and program office 
< standards. ^ y 

^ I hops you will find this material useful and w^-sh you continued 
success in serving handl^capptd persons. 



Sincerely, 





Peter p. Polloni - 
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INTRODUCTION 



Background 



The Individualiied Written Program Plan (IWPf ) ia a client plan document developed through the efforts 
of the client, agency staff, referring agency representatives, consultants, and when appropriate, parente or 
guardians. The plan is prescriptive. It is the result of an Interdisciplinary process which sete forth the goals 
and procedures on how to work toward those goals. 

Public Uw 94-103, the D$v«lopmntally DwibUd AiMtance and BiU RighU Act of 1975, calls fpr an 
individualized habilitation plan and states that public funds (both federal and sUte) ^ to be withheld from 
agencies not meeting the gerteral stipulations of the Act, including the habiHtation plan. Public Uw 98-112, 
th^haMitatum Act' of 1973, calls for an Individualized Written RehabiliUtion Plan to be developed by 
state vocational rehabilitation agency counselors and any program receiving federal money. Public Law 
94-142, the 1976 Education for All Handicapped Childrm Act, requires the development of Individual 
Education Programs for all students with special needs. In Pennsylvania, the Department of Public Welfare 
. 9006 /Ja<mia«ont fitr Vooc^Umal R$haMitatim fbdiittw of 1977, Public Uw 81, adl for an Individualiiwl 
V* Written Program Plan for each client The above lawa and regulationa make Individual client planiOng » 
necessity in the vocational rehabilitation facility. 

D6$cr%ption 

The Individualized Written Program Plan, as defined by the Ptomwylvanla Department of Public Welfare 
' 9066 Regulations, Consisto of seven basic components, which ar^ ' 

- . • ' ** * 

1) client involvement In the planning of the IWPP; . 

2) behaviors (nee^) to be dealt with; 

8) scheduled staff conferences consisting of persons responsible for devetopment, implementa- 
tion and foUowup for both the initial planning, as well as formal review of the IWPPs; 

4) stated goals and specified program objectives for training; ' 

6) a time' frameworiceetlmatlng the amount of time neoeesary to achieve the goal and/or review 
progress towards attabmient of that goal; 

6) " documentation pf persons r^ponsible for implementetion of the plan; and 

7) specific techniqW to be used to bring about these behavior changes. 



• 



No Mtual fuggMted format it providod in tho ragulationa. It ii undorstotd that an agi^ncy may wish to 
doviie its own IWPP fdrmat or modify an existing format to meet^ the specific rsqiurements of the 
Department of Public Welfare 9066 Regulations, as well as the needs of the clients within the agency. 

.. . . : .... ^ . 

DwtiofmmU 

t » 

11m IWPPkd^vatopad aaifMUlt of agrpup pn)oe« between the elientan^ 

team. The prognin manager, and the perBon(s) responsible for implmnentation of the IW^need to be in 
attendance at the ttiiffing where the IWPP is to be developed. When feasible, th& client should also be in 
attendance. Other individuals, as specified in the introductory paragra]^ should be extended an invitation 
to itartidpate in the staffing. Dooimentation of. these invitations should be included in the cHenfs case 
record. 

• 

Although it is poMiUt to dev«k>p a complete IWPP as a group effort during 
a burdenaome an^ time-oontuming process. An alteniativ^ 

identification (^specific Overall Goals, Behaviors (Needs) and Program CkNda (all items on the Cover Sheet 
and items A through D. on the Goal Sheet). The final IWPP, including objectivea Methods and Materials 
atemsE. throughl. on the Groal Sheet), can then be oompleted^y the case maniger, fanplementor and client 

Onoestaff bsoomefkmllittr with the IWIV, and the pro cassis leading to the it is expected that the« 
time spent preparing for and partidpatinff in an IWI^ staffing wiU decrease ^ 

traditional staffing. It is expected that $e IWPP will lead to mdre constructive ti^ng which will help 
clients become inore productive, independent, and self-fulfilled members of sodety. 



THE INDIVIDUALI55ED WRITTEN PROGRAM PLAN 



Sttgif09tji'df^roc€dure for Demlopment of IWPP 

In order (or the IWrP-staffing to be productive, efficient, and a positive experience for the people involved, a 
planning process should be developed by each agency. A suggested procedure is presented below. This list 
can be m(xlifie<l to meet the specific needs of each agency. 

-i Reference pages are in tl>e . 

« Resource Manual to 

accompany the Pennsylvania 

1. The following persons should be present at Model Individualized Written 
IWPP development staffing. x Program Plan ^ 

a. Client — if the client is not present an explanation should be See resource manual p, 44 

given as to why. 

b. Vocational Evaluator ^ 
c Program >Ianager * 

d Floor staff — who have worked with client See resource manual, -p. 64 

. a Referral/funding agency representative ^ ■ . ■ See resource manual p. 78 

f. krents/guardians ..: .See resource manual p. 47 

g. Other Involved individuals 

2. Staffing participants notified, 

8. Helevant dient information obtained: ■ - See rwwuroe manual p. 2 

a. Behavioral Assessments 

b. Psychological Reports 

c Social Histories ^ « 

d. Medical infoijnation and activities limitations 

e. Reports from agencies to whom the client is Imowti 
(. Vocational History 

g. Aneodptal Records ^ , • 

h. Performance Records • 

1. production records 

2. attendance records . 
8^r«ooird8 from previous IWPP reviews 

, » > - . 

i. Vocfttioml equation Reports 

V 
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j. Other Intra-Agency Reports 

1. phyricel therapy ^ ' ^ 

2. occupetioiud therapy 
8. ipeeeh therapy 

4. paydiiatric ^ 
6. naklaiitial lervl^ % 

d. other 
k. Consultations 

L Other Relevant Information^ 

4 StafAnf Held: Suggeated Agenda 

a. Convened 1^ person reaponaible iw staffing < Seereeouroe^nanual p. 2 

tW«yo,«..v„td..«ttaf.™.«o„ 

c. If poaaflile, thecttenhqMakaabouthowhepen^veahianeeda, *■ 
hit expeotati^fh)mthaVR faculty, hla personal goals, inters - 

"•^ estii etc OR dtterminatlon of extent of participation l^anoth- ^ 
er qualified individual acting as a personal advocate See resource manual p. 44 

d. Assignment to program area e.g. PWAT, WAC, or LTSE ' • ^ 

e. Reasrignment of program manager if ^iplicaUe / 

t EstablUune^fit of an overall goal related tQ movement of client 
to higher level prognunming * See resource manual p. 6 

. g. Establishment ofbehaviors (needs) to be dealt with .,.., See reaouroe manual pp. 6, 12 

. ■ 

h. Determination of cl^int strengths relative to behaviors'OMeds) ^ See resource manual' p. 12 

1. Establishment <rf prograi^i goals See resource manual p. 5 

j. Sign off of IWFP cover sheet program manager and client 
k..Daterlination of objectivea by goal area 

L pet^rminatton of methodology and rieceswry mkterials See resource manual p. 78 

m. Assignment of implemeiitor '*.'...' 

- ■ . - *• * ^ ' 

^ a DatsnninHtion of taiget date for each objective 

a iWtannination of method of evaluation . 
Items K» U H N,.uid 0 may be assigned to be completed after the IWPP Staffinif Meeting. 

i^lUff ^ mi oHithmiU ^-png mm^go ak, Ufkmi m/uinifortM ptnom involv td inth § Mtaf/ing to 
jNMtMjptte im «lU eetdjMofi (/ th4 IWFP. TV JMopM rtquir^d fw tfce eofnpMion rWPPav tk$ elUnt 
. •ii44ir idieflifVtti ji ity w n m a nagtr, and Ms impUmtnitor. (Mer pao^ maiLporNeipate y d ae t mL 



A.' Heading: 

Name — 
Date 



INDIVIDUALIZED WRITTEN PR(X;HAM PLAN 

(hver Sheet 

• Prognun AMfnment 



Program Majjiager 's Sign. 

ft 

Client's Sign. 

'C. Overall CmI 



IWPP to be reviewed by team every: (circle) 



30 dayn 
rWATOT 



6 mOittha 
LTSK-WAC. with 
quarterly pn>Krefl8 
by proip-mi^miia^T 



D. Program Goab 

Include strengths which require further 
develo|iment as well as dericits which 
jnequire remediation 



Implementar 



DaU 
Initiated 



DaU 
Completed 
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I. lMiwfrPirtMpiiitabIiiltUI.W.P.P.et^^ 

AttMMM: ^ 9 

Er|c ^titid but did wyt attend: 6 



Progress Summaries and IWPP Reviews 



rWAT irr (t^am) IWrr rrvtew f\*fry .V dnyn 

i 

Dete R«Tiew«d T>pe of Review , 

'and ilgnature of progrtm nuintffer tnd client 



ftiartoWy Pngnu S^mmar\i fry /Vogram JI#0N«9«t 

Summary of client status as well as 
statement oT profTess on each goal 
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A. Heading 



B. Overall Gdolr 



4 a Behavior (Need): 

D. Pr^TunGoal: _ 

E. . Objectives 



Individualized Written Program Pldh 

GoalShMt 



il No.. 



. Program Manafcer . 



Date 



Program Assignment 



F. Methods/Materials/Implementors 



Q. Target 
Date 



H. Completed 
Date 



00 



I. Signatures: (lyme tod date) 

< Clitnt(and/or«dvo^t«): 1 

11 

o InmlanMntor 

ERIC - 
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^ ' Ptrformanoe NoUt 

TMb Is on-going reodrding and monitoring of thto client's progress towapd objec^ves. 
. • ' . . \ I Jt^sspAoemsy be used tor charting tjehsviors. 

/ - This is to be kept by implementof. 

A. PitK)|[rsm Goal; 

R ftpgwasAObeUclee ' , ; C. Revisions . D. Signature/Date 







* 








' - * * * • / 

..... 




• < 


\ 


i \ 









• > 


— i — 
























































> 


































i 






















1 



Instructions for Completing the IWPP Fom 

This IWPP form was developed after careful scrutiny of many existing individaalized plan forms. Efforts 
%ere imlde to insure that this IWPP format is easily adaptable to meet any other agency requirements. The 
primary purpose of the IWPP is to provide useful, understandable information to all persons invol^ in the 
habilitation or rehaUUtation of the client. ' / • , 

This IWPP format is divided into two sections: the Cover^heet, (with space for progress reviews on the back) 
and the goal sheets (with space for on-going monitoring of client progress on the back). 

The steps of completing the IWPP have been arranged in a lo|:icAl progression; however, the reader should 
feel free to rearrange the otder of completion to fit his/her. particular needs. 



.1. COYER SHEET 

. A) HMding ^ 
Enter the client's name, the date and the signature of the program manager and client. 

B) Program ^i»ignm$nt 

The Program assignment is entered on the form (e.g. PWAT, LTSE, WACD. Individuals involved in Personal 
Work Adjustment Training (PWAT) or Occupational Training (OT) require a review every thirty days. 
Individuals involved in Long Term Sheltered Employment (LTSE) or Work Activity (WAC) require a review 
every six months of the calendar year with quarterly progress reviewi^ by program manager. Circle the 
appropriate classification.' The facility can, however, review the IWPP more often if deeired. Program goals 
listed on the cover sheet may or 4Uy n9t change at review. ' - 

> ' ■ ' 

^ C) Overall Goal 

Enter overall goal. Theoverall goal should reflect a consensus of opinion of all individuals participating in the 
development of the prograhi plan. Particular attention should be given to the client's desires. The overall 
goal may be a general goal, but should state the ultimate purpose toward which all services are directed. This 
is usually stated in terms of "sheltered employment" or "competitive employment" 

D) Program Gifali ^ 

Enter the program goalis. Program goals are directly related to the overall goal and to client behaviors 
(needs) discussed at the staffing. The program' goals should be stated behaviorally and in positive terms (i. e. , 
state vAtat the client will do rather than what he/she will not do). ]Pr6gram goals may or ma^ no^ change at 
the IWPP review da1;e. (Sm mourcs manual p, 6 for dUcuasion of prioritizing goals and p. Id for a 
di9eu$sion of ivriting clear, potitive goaU,) 

As program goals are identified' enter the name 61 the implementor for each. 



t 



\ E) RoBter of ParticipantB 

Enter the names and tity)e of peraonB attendiiiif tht? initial I WPI' development sUf f ing. Individuals who were 
invited but did not attend should also be indicated. 

\ Progress Summaries andffWPP Reviews 

(on liack of cover sheet) 

A summary of clie;it status*^ well as a statement of progress on each g:oal ehpuld be made at each IWPP team 
review (PWAT-OT every 30 days,' LTSE-WAC every six months) and also for quarterly LTSE-WAC 
summaries by program manager. The IWPP teM cohsists of program numager, client and others involved in 
goal plan implementatidn. Theae r^views should be signed and dated by program naanager and client Client 
attendance at IWPP reviews i» optional but the results of the review must be discussed with the client A 
copy of th^TWPP review must be submitted to the referral agency. (See resource manual p. 12fordiBcussion 
of progress notss.) 

II. GOALSHEFT 

TTie purpose of the goal sheet is to document each program goal, individually. The overall goal rpay have 
multiple behaviors (nee48X and 6ach behavior (need) may have multiple program goals. For each behavior- 
/program goal a new sheet should be used. 



A) Heading 

Enter the client's name, the date and the name of the program manager. 
Program assignment should be same as cover sheet item B. 



B) Overall Goar 

C!opy the overall goal from the Cover Sheet This is written on each goal sheet as a reminder of the general 
purpose for the client's placement within the program. 



' C) Behavior 

State the client's present behavidr which needs modification, elimination or strengthening. 



D) Program Goal 
Copy the program goal from the cover sheet'. 



E) 0b}90tiv^$) *, . 

For each goal, an objet;tive(8) is developed. 'Yhe nuniUur of objoctivea pei- goal will ^ojMnuT^n the 
complexity of the goal, the deffw ofldifficulty in reaching the objecUve, anc^the existing level of akilKs). The 
objective should Tbe written so Qiat sAccees is^sossibie for both the client and the staft and that thtf^objecti^fe 
can be met in a reasonable length 6f>time with a reasonable amolint of effort.- * . ' 

There are three parts to an objective. The first part of the objactive atates what the expected belhavior is. 
The second part of the objective states where and under what conditions the behavior ie expected to occur . 
The thiniVrt of the objective states the level of performanas needed to dempnatrate th§!t learning has, in 
faciroccurred. The development ot an objective is based upon the expected level ot Jwrformanee for the 
behayibr within the *nvironmdnt in which the behUvior is normally exjgected to occur. A» 1ft «>n^ 
.^haviors.can be expected to occur 100% of the time. Vhile otKiers occur less frrf^uMtly. Thto should be k^t 
fh mind when spedfying the level of performance. (See retiturce manual p. 18 for a difcuniori of wtUxnff 
clear, potitive ohjectimt.) v . . • . 



1 

ti^iKrai: 
i«Mkto 

nti^hicl 



F) Methodi/Matsrit^mplefnenUtri 



ring method is selected" delineating specific techniques to be u^lited. the training 
be utilixed ai^ dependent upon the interaction between the clieht, the.traine|pB, IumI 



For each object!) 

method and nuit)^_, v^. ^ , _-r ■ 

the environment i^hich the training is to occur. Materials refer to any instruments or device* which will Bb 
used as peal of the training. As with all elements of the IWPP, the methods and materials section should ik 
sufficiently detailed so that staff turnover wi]l not interrupt service delivery. The person most dir©<jtly 
^sponsible for training the client in this method is also indicated here. Itiajntended that this section will 
provide sufficient information to facility personnel not dhwtly i|f volved the client, referrihg/woriwr- 
ing agency r^presentjiitivee, and the clfent in understanding what typ^ imd how ti^ng is to occur/ (Sm 
r«s6urc€ manual p. isfora diteu$«Um of methodB to uw with probltmfUhaviort.) ^ 



G) 



Target Data 



•nie target date ilthe date by which the objective4i expected to be.met Target dates may l^e^changed if 
training takes long^ than expected and/or new training methods need to be developed. 

'■'. <■ ' - ' > ' . • f 

, ; H) Completion Date ^ * 

The actual completion date is entered at the tim^ the objective ha* been )ngt. 

• I 

I 
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The persons ifivolved in the devttlopment of Mch goal sheet should enter their signature and title. The 
signaturea signify participat;^ in the development ot this portion oi the IWPP. 
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in. PERFORMANCE NOT^S 

On-the hack of eaeh goal sheet ^ a f6hn for performance notes. Notes are generally completed by the 
tmplenwii^. Iwtnietlons for completing the peKonnanoa notes are as foUowt: 



/ [■] i A)' Pro^p§u/Ob9UicU» 

Coi^Mnt»maybewiittehasfr«^^ These oomments should 

ierve ai^a reooMjcol sigiUfiouit progreaa or obatadea. This apace may also be used for charting cfimt 
behavHr. In LTlSB-Wi^O this inf onnatkiA ahould be taken Ini^conskiaratieh as the prognuii manager 
oomiMiithe^^ 
tk)ii M the IWPP tieiuh iopmp^ 

* • V ' k ^»vi»itm4 

Simple raviai^ «f training methods or materials or target date* apd the iwupood) for the change are 
documented hank. liak»anolatk»tftherehlyibeanadiatageol im; Ja m e nto t m .Iis^ 
of implamentor) ahouldi je >|i|>| d by the pr&gnni mapagT , mw implwiiantor, and cHant Change in tiie 
OTWiUgod, bahavfcgirifiaiMk^^ goala ususaiHitf an IWPP ttatfiiy $ft deHneatad in Uta Peacriptton 
section of the Intn)dii^ «^ 

Q Stgnatwrt/DaU ' ^ 

Sign and date all performance note(8). . 



: An Example Of A Completed IWPP 

To itidfiitte how this p«rtilblar IWPP was developed, a staffing^Bummary and strength list is included. 
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StaffiM Sumnuul 



^ Client John Adams 



After report^ from v«riou8 pepreeentativw| at the staffing were read, John was able to discuss his 
feelings about being in the worksh^, what he would like to learn and improve in, what he would like to do 
someday, and how his life in general was going. Discussion was then directed to identification of behaviors to 
be addressed and correeponding Program Goals. 

. •r - \ ■ ■ 
' Training supervisor A. B. mentioned to John^t his medical records ii^cate that he should wear 
glasses, yet he never wears them during workshop hours. A. B. suggested that diis may be contributing to a 
lower production ra£e and a smaller paycheck. John exprsssed interest in earning more money but stated 
thathis frames are OTtcked and look bad tahim. He said t^t he would wear glasses if he had good frames. 
Concensus was reached on the following Program Goal: Personal Adjustment* John will have an eye 
examination and obtain new glasses. This objective will be referred to Sally Black, John's case manager at 
the Base Service Unit 

It was also noted that John seems to speiid a considerable amount 0/ time aw*y from h|s work static 
«nd this could'also be contributing to a lower production rate. Jphi^ stated thathe only leaves his station to go 
to the restroom. It wtfs suggested that he could spend more tiMi^ at hisi work station and earn more money if 
he oouW reduce the frequency and the amount of time spentin the restroom. John did not disagree, but he 
qDuld not seis how this eould be accon)plished. John agived to ^ to spend no more than 25 minutes daily 
Away fh>m his 'work station and gradually to reduce that time to only five (ninutes daily. Prograjn Goal: 
VgcatlwvU: John will stay at WitJ^^ork station during work hours and wave only when given permission. 

1 ■ * ' » 

f < ■ , . *• • ''" 

It was discussed as to whether John's wo^k rate could be increased. It was felt that this workjmte was a 

deterrent to placement in a sheltered workshop. A plan was agreed upon by John and Bob Carson toAttempt 

tp gradually increase work rate to sheltered workshop level. Program Goal: Vocational: John will increase 

his work rate to sheltered employment leveU 

• ■ . 

' Several staff mentioned that John bad begun to wear dirty clothes to work occasionally. This was felt to 
be inappropriate for a work setting. John a^^eed to this, but he said he had a hard time remembering to 
change clothes. John sgreed toWng reminded at the end of the.day to change his clothes by Mrs. Jones and a 
contingency contract based on his remembering to change his clothes was agreed upon. Program Goal: 
Pienonal^Adjustment; John will wear dean* clothes tp work and John will wear clothes that are color 
eoordinatwL / 



(continued on next page) 
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(Staffing SUIRMM7 ConUniMd) ^ 

4 

There wwe nobther recommendations at this time. It was generally agre^ that John could beneftt 
from remaining in the work ictivitieB center until the next review, and that foMhe present John's Overall 
Goal should be placement in a sheltered workshop. It was also agreed that Tim SnuOTwouldrenwin as John^^ 
program manager. A tentativcr date for the IWPP Review (5/11/78) wn set and the staffing was ended. 

Strengths Lift* 

Special InUruU 

John enjoys watching sports. ^ 

John wtnts to eftfn more nK)ney in order to attend mor^ sports events. 

Family and Priend$ 

/bhn's mother is very supportive and would like John to have a regular job. 
jbhn is friendly with other clients, but has no close frienda 

RtligioH and Valms 

John attends diurdi irr^[ularly with his family. , . , 

He<is proud when he earns money. ^ 

OccwgoXvanaX and lM.uoaivon Skillt 

John comes to the shop by himself usiril public traAsportatioa 

John's best perfprmance is envelope stuffing (his present work). ^ 

' ' \ I ' ' ■ ■ . • 

Jteoction ^oStt^and/Vvgmm ^ . - 

John has a very good relationship with Sally Black at the base service 

unit and with Bob Carson, his production supervisor. 

John likes 6(Hning to the workshop and would like to continue. 

John responds to money incentives. 

, ■ * ' . ■ ■ ■ 

Af«nto{ Status ... 

JohiS is most cheerful in the morning. 

John will learn new skills arid habits, but requu^ close monitoring 
in the beginning. ^ . 



*A ttnmyth tt not fw^uttvd tn IWPP forma, ^ bwt is rtcmmfiinded at a very u$$ful tool in demloping 
effective, meaningful client ftrogramB ($m HouU and Scott r$f«rtnc€ in bibliography). : 

<Sm 'mouroB manual p. 12 for a tuggeetod intermew guide in developing a stvength/niBed liet) 
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A. Ilfadini;: 
Ntme — 

Date 



INDTVIDtTAlJZED WRITTEN PROGRAM PLAN 

Cover Sheet 

W.A.C. 



John Ad<i^, 



B. Profram \nnifnmrnt 

IWPP to be reviewed" by team every: (circle) 



'll7n/77 



Program MwuMSer'sSiign. - ^ > S^>»U^ 
Client'sSign. J*0 ^ ^ 



C. OvvraOGod Placmant In a ahalf red workahop. 



90d«y« 



6 month! 

LTSE WAC with 
quarterly progr««« 
.by prutftKiit ituuuMfvr, 



D. Profram Goab 

Includ* atrmftha whkh rwpiire'furthu* 
dtvckpmMit ai wall aa daficita whkh 
raquira ranfadiatkn 



ImpUmentor 



Date . 
CompUtM 



1. John will have eye ex^natlon and 
^obfln new^glaafiat — 

■ ■{ 



Referred to 
BSU « 



11/11/77 1A5/78' 



Sally BlAck 



2, John will atay at hla work atation 
during' vo^k houira and laava only — 
whdn .'given permlaaion. 



Bob Caraon 
Jomn tff laht 



n/u/.jr 



after l/3/7e 



3, John will Incraaaa hla work rate 
to ■hn lrtfH i«p^ny1n^n^ l«val. 



Bob Caraon 
ToMn Wright 



11/11/77 



» aftar 1/3/78 



4. John will wear dean clotW to work^ 



Mra> Jonaa 11/11/77 . 2/3/78 



5, John will wear clothaa that are color deferred until 
^oordltiatad. . M if Mtt 



B. KaiHr of PiitidiMiti In Inttkl I.W.P.P. Staffini amjl^e mmy. 



.John - Client 



Attended: Tom SnfLth Prc^ram Managei 

Bob Caraon - Production Suiiarviaor 

8*Hy BUck - Baaa Servfti Unit • 
. .Hrii, Thottii - *othar . . ■ 



Progress Summaries and IWPP Reviews 



PWATOT (ti^m) IWPP ravUw ft^^ry !k) dny» 

Dtto Rciflcwfd Tyjft of Rttlur 

mi lignatun of tngnm miifeter ani dknt 



(imm) JWPP rin\n4iw $4mi <\nntuilly uriik 



^u^*i0^^|f iVxj|fi««4 JiiMima}'^ by I^Mi^ram MiXmxg4t 

Summary of cttent Mitus m well as 
•Utement of prograwiMi each foal 



progress on his goals and especially 



St^ff a^e satisfied and feel that he 
vl^i sail p rottrear soon. 



V 1 • ^ Eyeglasses need: teferred 12/2/77 
to B,S>U. Sally Black, 



Johh received eyeglasses 1/15/78. 



Stay at work station: very little 
prqgraaa. Bob Caraon will develop a 



new goal plan by 2/18/7d« 



X 



Production rate: production rate.\ 
dropped Isryely becsuse job niim^ar 118 



changed to 103« John ip diacouraged 
hut hM« hem told t^hlM la beceus^ of 



new Job* 



4, Clean clothes; stpal' achieved 2^3/78^ 



1^ 



5« C6lQr codrdinated cloihea: Mrs. ^ Jones 
^ will develop Plan bv 2/1^/78. 



00 



Individualized Written Frogram Plan 

• GoaVSheet 



Goal So. A., 



A. Heading 
Name 



John Adams 



Program MRnflgof Tom Smith Date '.lUlUll Program Assignment W.A.CI>- 



B Overall Goal- Placement In a sheltered wgrjcfijiog 

C 'Behavior (Need)- Spends ^40 minutes away from work station, wa nder ln^_ar_ouiid_aJiQ£—amL 



D. Program Goal: Vocational/ John will stay at his work Btatl(ii iL d < lt -lnf ; vork hnnr H a n^ Ipavp nnly when g iven 



permission. 



G. 



E. Objectives 



Y. Methods/Materials/Implementors 



'Target 
Date 



H. Ck)mpleted 
Date 





. John will spend no more than 25 




If John asks pendlsslon to leave 


l/2(J/78 






minutes per day away from hid 
work station ^without permission' 




•work statlo^ - person receiving 
request will question him as to 






I 


,for tien consecutive days during; 
work time* ' 




.whether he can wait until break - 
or lunch. Bob will time aaiQplloK 


\ 


V 

2. 


John will spend no more than 15 




one day each week^of the time that 
John spends away from work and will 








minutes per day away from his 
work station without permission 




record this on a graph* 
Same as method 1* y 


3/11/7^ 






^or ten consecutive days during 
work time* 


• 


i • .* 








jfohn will spend no mote than 5 


3* 


' 

Same as method 1« 


5/11/78 




nilnutes per day away from his 

work ttatloh without permission . ' ■ ■ , > ^ 




for ten consfecutlye days dui'lng 
work time. 






• 


% 


' r' . , - - « 

% • 

— '! . '1 ■ ■ M ' ' - • . - ' " - - 



— ^ — - — ^ — ^ — — ^ — ^ — ■ ■ - 

__ ^ . ^ r—^ 1 

I. , Signatures: (name and date) — - . . . jy • ^ 

taient(Md/oradvoctte>^__;^_^ ^ /y/K^^^ . 

' , . ■ • • \ , • . ^ . ■ . , ■ ■ • 



f^grfijrmanem Notu 

Thi^ is on-goii^ recording and Monitoring of the client's progreo^ toward objectives. 
This sp«oe may be used for charting behaviors. 
Hiis is to be kept by implementor. 



A. Program Goal: John will stay at his work station during work hours and leave only when given permission, 



A Progress/Obstacles 



C- Revisions 



ly Signature/Date 



Mlnu£60 spent away 

from work atatlon* A5 




1 


















John Ifiavas work b tat: Ion mor a 
often Wheit he has a messy Job* 


• 

AO 












^ 








\ 


Still wander Intt 40 mlnutea 
daily. Very little progress. 


. 35 

1 " ■■ ' ! 1 ' 








« 






V 








ImDlAmfinti At* i nn Atrinmid nn ^hin. 

plan until IWPP progress sualtfary 


. 30 

: — J 






















maetlna.ion 2/11/78 ^ 

ll20/n Bob Carson 


25 






















■ : % : 


20 
























15 
























10 






* 


















5 






























• 


J. . 
















11/11/77 


wk 
1 


wk 
2 


wk 
3 


wk 
4 


wk 
5 


wk 

* 

6 


wk 
7 


wk 
8 


wk 


wk 
10 


time sampling one day per week* 

■ — — *g 



J 



f 

i 








IT ■ 
1 




— n ^ . J 




\ 


f 


\ ^ 
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Individualized WritteW Progra'M^Plan 

Goal Sheet 



Goal No._l 



Heading 
Nanu 



John Adams 



Program Manager _?^!L^iilL_- Date U/11/7 7 Program Assignment W«A,C. 



B. 
C. 
D. 

E. 



OvfertdlGoal: _ 
Behavii^r(Need): 
Program Goal: . 

Objectives 



Placement In sheltered workshop 



Slow work rate on assembly work, John la producing at 30% Industrial rate. 



Vocatlotial; John will Increase his work rate to shel tered emDlovment level, 

G. Target' 

F. Methods/Materials/Implementors , . Date 



H. Completed 
Date . 



o 



1. John will be able to explain the graph 

to be uaqfl tp rfiart: M« riAi ly 


!• Bob Carson will develop 
A sraoh to chart John^s 


1/11/78 


work rate and produce assembled 

productA on aflgflmhly rnnfrnrtfl. _ 


daily worlc rate and explain 

this to John to be «ur^ he 




(Job No, 11^, 113, and 122 at 


understands how It will be 
used. He will chart on 




consecutive work days.) 


graph each day and show 

thin graph to ; John In thm - 


1 


- ^ \ • 


A,M, and 1P,M. and praise 

him fnY »n ImirAAAAA 




' « ~^ . 

■4 ■ 


shown and decreases in work 

win h«» -tgnnr^. 




• , • . 4 

2, John will produce assembled 


2. Bob charts dallv John* a work 




prod^ts (Jobs 115« 118, 122, 103 
at 502 of Industrial rate for 


rate and shows It to hln at 
tha and of tha dav. It thara__ 




10 ponsiBcutlve work days). 


Is a decraaaa for 3 days on 

the lob- cbunaallntt wilT he 




•' ■' 

• 


Initiated to discover tha 
reason for dacraaaa and 




continuttd until ratts again 
■ ■!■ ' incraaaa. " — ■. '. 


. • * ' ■ ^ 


' ' ' . ' ■ . 



.1. Slgnatum: (name tnd date) 
3 7 C3ltnt(«nd/ori|(lvoc»^9j-^ 
ItogTAmMainiifltR 
Vn^n " InipltnwntOR 





yy- 
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» ^ ^ Btrformnnot NaUt 

This is on-going recording and monitoring of the client's 7>rog];^ toward objectives, 
litis space may be used for charting behaviors. 
T^\b is to be kept hly implementor. 
A. Program Goal: John will increase his work rate to sheltered employment level. 

R PM«re«ifOb«t«5l«a C. Revisions 



D. l|gnature/Date 



Graph was davalopad ahovliiig last three weeks work 

irmf-A^ T^ uMtt *ynlA*lnAH ta .Tnhn And Ha imdArii t andfl 


B^.. 11/14/77 J 


how It works. . 

■ ^ . t '. 


John la producing at 30% Industrial rate. '\ 
GrsDh raoraaant^Lns work rate and crltarlort does not 


Graph changed to show money B«C; XllUll ^ 


^ appear to be relnf oreer. Graph developed to show how 
much moTi^ John eama Blnce thla la Imoortaiit t^o him. 


enmed Instead of production ^^('^/i^^fi ^ ^ 
rate. 


John has been working at 45% Indus t|}lal rate for 10 


B.C. \iii\m , 


dayse He Is motivated to earn mdre ihoneye ^ 


New Implementor assigned, 'i_<^«- 


Joan Wright e John« agrees to 
continue with object Ives # 


< , ■ 
Productloi;! level, dropped to 30X* Job number 118 


Job 118 changed to 103 for J.W. 2/3/78 


lost and John ^as placed on Job number 103* He Is 
leas Droflclent at this lob. Will revert back to 


training. 


dbjeetive #1 until John becomea proficient on Job 

103 and aaaln reaches 45X level^ for 10 consecutive daya< 




John Is discouraged because his work rate Is going down 


J.W^ 2/10/78 


not up* We talked ^bout a lot of t;hls change being the yu 

new Job, I will work with him to find new ways ^to do Job ^ ^w^^ ^thi^^ 


i03. 


"If 0 


' ■ ■ — ■ t . . ■ 
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B. 
D. 



Individualized Written Program Plan 

Goal Sheet . 

Heading 

Hame . J ohn- AdamH Program Manager _.I<iBi-S<^Ath 

OvPrflPG^l- Plflrpment In a sheltered MprkflhoD , , 

Behavior (Need): Wettrs dArty clQthes to woik ' 

Program Goalr Personal. Adlustment; John will wear clean fjlotheg wgrkt 



GooX No.. 



Date j.1/11/77 Program Assignment W.A.C. 



G. 



E. Objectives 



F. Methods/Materials/Implementors 



Target 
Date 



H. 



Completed 
Date 



^1. John will wear clean clodhes to the 
work Artlvltv renter 3 oAt of everv 


, . ^ ^ 

1. A simple chq 
note John^fl ^ 


:kll8t will be used to 
iplly appearance. JJl 




5 days for 3 weeks. / 


will be expl 
South will r| 


alined to hlih. Mrsv 
Pimind .Tohn at the 


to i.iiwm 


— " ■ ' ' T- 


of each work 
plnthM hftfn 


^day to change hip 

TA rnming tc\ work And — — 




also praise 


km. when he wears ^ 



la not noted 



|.n 3 weeks, he will 
to., clock In and . , — 



report to Mri| Jones who would 



clean clothes kn terms of his own 
h ea lth a nd a ccftptabiH ty hy nthsra 



John w in ^MAT riftiin rlnthcM A out of 
every 5 work days for 3 weeks. 



7^ ^*fff M^^hn<^ 



If Improvement is' pot noted in a 3 
»-fm* pari^ ~ John win he — _ 



instructed to r#tum home and 

rhiinga rlnfh^iM evn ^^rh Hay t<nee 



n/?7/7a , 



not wear clean clothes. 



: .^-^ *, 

3. Jfhn will wear clean clothes 5 out -of 



3. Same as Method 2. 



ERIC 



.1 



I. Signaturett (nam^ and date) , . 
qienft(aiHyor advocate);^ tJO fl h 

Program Manager. 

Implementor: . 
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FftfarmaHce NoiM 

this is onTgoing recording monitoring of the client's progress toward objectives. 
( Tliis space may be' used for chartjng behaviors. 

' This is to be Icept by implementor ,. 

A. lYpgramGoal: John w^ll wear clean clothes to work. 

a Progi^M/Ohrtadei - ' ' ■ . C- Revisigns 



... D. Siifnature/Date 



A,J. 11/18/77 



• John Is wearing t:lean clothes 3 out of 3 working days 
with remlndTg et the end of each day by^Mrs^ Smltly* 



Target date extended one 
week to determine If the 



change was the effect of 
staffing^ ' 



John still westing clean clothes 3N>ut of 5 days. 
Ha enjoys tha attention and oralae he receives. 



^ohn hiss been, wearing clg{an clothes 4 out of 5 
days without reminders for two weeks. This week 

he has worn dirty clothes for 2 days. He was 

linked to report to me without clocking . In today a^ 
was the second day he had worn dirty clothes 



k.J. 11/28/77 



A.J. 12/16/77 



this week. 



^ John wore c^ean clothes all week« 



John wore dirty clothes one time* He repo;rteid to 
ma his mother fpraot '^o wash them. ' 



Johii vor. clem clDthl— for 3 weeks* Thl» ob^tctlve 
h«« been< met - w^ll siiggeet to' Tom. Smith that John 
and I >r. r.ady for n^w objective centering around 



IT 



12/i3/77 




A,J. 2/3/78' 



matching clothea. 



THE INDIVIDUALIZED WRITTEN PROGRAM 

PLANS REVIEW 



The Department of Public Welfare 9066 Regulations require regular review of client pro^sa relative to 
their goals ahd objectives specified in the client's IWPP. The differences between programs are explained 
below. 



The PWA T and Occupational Training IWPP Rwi«w 

Every thirty days a staff conference should be held to revievtr the IWPP for clients involved in Personal Work 
Adjustment Training or Occupational Training. All p^ivons involved in implementation and follow-through 
Uiould be inattendance at tk|i%review. The IWPP review (or staffing) assesaea progr^ps of ttfb client relative 
to aptfURc prognuntgoals and/or objectivee, makes changes in training methods if necessary, develops new 
goals and objectives as previous gMds and objectives are met ^t this time the client may be reassigned to 
programs and/or program manager. The client should be in attendance at this conference, if possible. 

The IWPP review is an ideal time to share new information on the client, such as unexpected areas of growth, 
behavior changes, family changes, and/or any other information which may affect client behavior. 

IWPP review should be kept in the client's, case records with the IWPP. Documentation of client 
involvement should be made. Any other reviews should also be kept-with the IWPP. Subsequent reviews will 
be able to utilise the previous documents to assess movement and growth of the client overtime. 

The actual format of the IWPP review is open for development as bestlits the needs of each facility. Ideally, 
the format of the IWPP revieW will be consistent with the intftnt and content of the original IWPP. 

T%« Sh$U«ndShnpl6irn€nt and Work AotMt^ 

r 

Every six montha a staffing for the IWPP review should be held. As above, all persons hivolyed in 
implemanti^km and f oUow*through should be in attendance at this review. In addition, the client is requked 
to be involved when goal setting, dedskm making, and progress atsessment occurs. The IWPP review 
doeumanta the plan of action at this ffedUty during the next six q^onths. The IWPP staffing and th^ IWPP 
format are eatOy adiq^table to fit the needs of this review as there is little difference in intent betweim t|ie 
IWPP staffing and this IWPP review stiffing. In addition, the program manager is to review «ad) client at 
three months aft^ the.aix month reviews. 

At any timethat the IWPPneedi to bechanged due to clientreaching expected level of performs 
tha need of changing tniilUngmetiiods or tatgetda^ itcanbeaooomplishedlqrutilisingthebackofthegoal 
ihaat The i^viakm should be in writiiw, dated and initialed. This revisibn should be mule available to all 
partldpanta in the staffing and to the referring/sponsoring sgancy. 1^ client shouM b^nvolvw^ with any 
ehangaf made. 



GLOSSARY 



(^Unt Involvtmmd 

ImplmmUot, 
Mnt§HaU ■ . 

t 

QpmMQoal 
Pngram Manager 



,ThrgitDat§ 



FngnmQoaU 



IYm manner in whk^ • cHent aets, functions, or rMctsboertjdn situations wKldi 
■re ofaMfvabte Iqr othen^ and whidi are in need of 

Participation by the client in the development and review of objectives and 
techniques for goal attainment 

IVrson who is retponsiblefor carrying oqtspedfkmethoda described in the IWl^. 

Physical aids used in the training process which nuty be either oommerdally 
available or individually made. 

Also caUed teduiiques» proeedures that wiU be used to aasiat the d 
his/her objective. 

The ovaraUgt^ should bealongt«rm vocational goaLJtmay be SKD^^ 
ci competitive employment outside the facility <ot the next higher level of rehabili- 
tation program within the facility. 

This person coordinates the efforts of all parties involved in the rehabilitation 
prooss s, This person is responsible for slsu^lng that the servioss called for in the 
IWPP are actually delivered. 

Objectives are the steps leltiing to the achievement U a program goal. Statements 

describiitg proposed change in a client'i behavior whidi: (1) identify the kind of 

behavior that demonstrates the client has achieved the objective, (2) describe the 

oomUtions uonder which the behavior is expeetsdtb oe(nir, 

porfonnanos niseded to be demonstrated in order for the beluivior to be w 

learned. 

The target date is the date by which the objective is expected to be met Target. 
daAes may be changed if training takes longer than expected and/or new training 
nneUiodB need to be developed. 

Program goals are the steps Isading to the overall goal Program goals should be 
steUd bshavionlly and in positive terms 0.e., what the client will do rithtethan 
what he/she wiU not doX 



SUGGESTED SOURCES FOR FURTHER INFORMATION 

i' 

The following are roferoncos which nmy be valuable iti p^vidiiig udditionul iiiforniation uw'ful for the 
development of Ipdividualized Written Progl^ Plans. 

' ' ' . 
Houts, P.S., Scott, R.A., Quann, P., Lucas, D.G. R««mtw Manual to accompany PKinnsylvania's Model for 

Individualized Written Program Plan for Volitional Re- 
■ habililatxon facilities 

Esser, TJ. Individualized Client Planning for Work Adjustment Services, Menomonie, Wisconsin; Mate- 
rials Development Center, 1976 

Provides general information regarding individualized planning including a suggested 
format Also includes a discussion on individualized planning as an aid for improving 
agency services < 

Gibson, D., & Stoddard, D.W., General Task Analysis and Electronics Assembly Training Manual, 

Washington, D.C.i The Kational Children's Center, Inc., .1977 

Provides highly specific information and methods regarding task analysis, as develo]^ by 
Marc Gold. Includes a detailed task i»nalysit of an electronics assembly tosh. 

Houts. P.S., & Scott, R.A., Goal Planning with Devehpmentally Disabled Pmons, Hershey, Pennsylvania; 

The Commonwealth of Pennsylvania, 1975 

A basic text which gives detailed, animated steps regarding many of the aspects of tfie 
IWPP. Particularly useful is their uee of 4 strength/needs chart as ajy aid for goal plan 
development - - ' 

Kahn, L., Reference Guide on Individualized Plans for Mentally Retarded and Developmentally Disabled 
A>r8on«, Nisonger Center, pie Ohio State University, Colimibus, Ohio, • 

Useful guide ff^ understanding the relationships between the various federal regulation 
and aodreditation requiremefits . . 

Mager, R.F., Preparing Instructional Objectives, Behnont, California; Fearoi? Publishers, 1961 

The grnnddaddy of texts on teaching using objectives. Attempts to explain the ins and outs of 
writing obje^ives in a light, refreshing style. ' v ^ 

Parham, J., Individualized Program Planning vHth the Developmentally Disabled, Lubbock, Texas; 
. Research and Training Center in Mental Retardation; Texas Tech University, 1976 

A step by step prqpfdure for developing individualized program plans is presented. This 
workbook is designed to be uiUized with a videotape training kit available from the author. 
The u)orkbook by itself is quHe informative. PaHiculaHy useful is the section on task 
analysis which relates to the development of both objectives and methods. 

An Intnduotim to Individualited Education Program Plans in Pennsylvania, King of Prussia, Pennsyl- 
vania; The Pennsylvania Department of Education and the National Resource Center of Pennsylvania, 1977 

Prxmides relevant and specific information regarding the Individual Education Program, 
with a sungested format and instructions for its completion. Good guide for agencies 
providing services to school units. 
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/. INTRODUCTION 

This manual was developed to assist staff of vocational rehabilitation facilities / 
r/ivolvGd in implementing the Pennsylvania Model Individualized Written Program Plany 
It is also intended as a general resource in the area of Individualized client plans, ni> 
matter what format is used In writihg those plans. Many of the suggestions and 
recommendations in this manual have come from agency, personnel involved in 
^ developing individualized client plans as well as fromtnembers of the steering commit- 
tee for the Pennsylvania Model Individualized Written Rehabilitation Plan. We would 
particularly like to acknowledge the assistance of Robert Valentine, Gil Selders, 
Dorothy Fulton, Linda Wilson, Nora Novitsky, Kieth Gardner. Isadore Salkind and Dean 
Settle fpr their help \n compiling this material. 

Some of the materials used in this workbook were selected from other traintng 
manuals by Houts and Scott because of their applicability to voc^itional rehabilitation 
facilities. Reproduction of all or parts of this workbook is encouraged provided that 1 ) 
the source is acknowledged and 2) the material is not sold for profit. 

This work is supported, in part, by a contract yvith the Office of Mental 
Retardation. Department of Public Welfare, The Commonwealth of Pennsylvania. 

Copyright© 1978 by Peter S. Houts, Robert A. Scott. Patricia L. Quann and 
Daphne G. Lucas. 
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2 Developing and Monitoring 
Individualized Written Program Plans 




A Recommended Procees for Developing IWRP^n 



This process is suggested for use in developing the first IWPP's 30 days after entering the 
program, and for use when major revisions mrust be made in a client's program. 

As stated in the Introduction to the Model IWPP (pg. IV), developing the entire plan during the 
staff meeting "may prove to be a burdensome dnd time-consuming process/' If all staff are present for a 
complete discussion of the client's needs, selection of needs and development of plans, a great deal of 
staff time will be tied up in this process. However, it Is possible to assemble and review a great deal of 
information about a client and to do some initial planning before the staff meeting. It is also possible to 
develop the final IWPP, Including methods and materials, after the staff meeting JThe staff meeting itself 
Is then primarily used to prioritize goals. Following is a description of a process in which much of the 
development of a IWPP occurs before or after the staff meeting, and, therefore provides for a relatively 
efficient use of staff time. 



Step If Review of thg^Cilent'e Ovmrell Qoele 

w 

Each client shoulcLhave an overall goar(usually covering a 1-3 year time frame for long term 
clients or the projected tinrw of placement for clients who are in training for competitive employment) 
which establisnes a general dirqction for the development of alMhe client's program goals. The overall 
goal is defjn^ In the model IWPP as a "long term vocattonal goal. It may be expressed in terms of 
competitive employment outside of the facility or the next higher level of rehabilitation program within 
the facility." ^ ^ ' . 

The referring agency (for example the BSU's MR Specialist and/or the CLA case-manager) 
should have developed a series of overall or long term goals forThe client. Therefore, it is suggested that 
the initW step in developing the client's IWPP be tp meet with the referring agency and .review the 
agencies' expectations for the client in terms of your program. This could be accomplished at the intake 
Interview prior to entrance into the program. ^ 

The critical areas to be reviewed at that meeting are: 

1. The relevant client informsition available (see Model IWPP Checklist on pg. 1). 
^ 2. What specific overall or long term goals are your program's area of responsibility. 

3. What other agencies will be working on with the client and their goals for the client. 

4. What other persons (such as parents, friends or residential counselors) should be involved 
in developing the client's plan. 

The basic objective of this meeting is to insure that you have a clear understanding of the 
referring agencies' expectations and that you reach an agreement oh the client's overall goals. (The 
overall goal should also be reviewed with and agreed to by the client.) This meeting should also provide 
you with some basic assessment of the client's skills and oth^ relevant information. 

This meeting can be the responsibility of administrative staff (e.g. rehabilitation/program 
director) o^ the client's program manager. 
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Stmp //. . Pf-Statling Information Qttthmring and Planning 

It i» r«comm«nd«d- that Um fttl<»vttfU uitont intointation dt(»cuM>«U tn tho niudul tWfT, be 
dtv«lop«cl and r«vl«wtd by m«mb«rt of tht IWPP staff prior to the actual meeting. These staff members 
should alto review any information provided by th* referring agency; p/irticularly the referring agencies' 
iong term or overali goals. A program staff member (or members) should be assigned to meet with the 
client and with staff working directly with the client to develop an Initial strength list as well as suggested 
areas for program goals. 



Step Ul.: IWPP Staff m^ng 

As a result of the interviews In Step II.. staff will have already been involved in developing the 
client's program^ Therefore, the time required to summarize the background information need not be 
long. Time can therefore be focused on the selection of program goals for the client. 

It is recommended that, first, overall goals and the client's strength list be briefly reviewed and 
refined If necessary. The client or his advocate should Mi aske^ if tht^. have any additions or changes 0 
' Jhey wish to recommend. Discussion should then focus oh selecting and prioritizing the behaviors or 
needs which will be worked on to achieve the overall goal. Selection and prioritizing should be a group 
process with all ataff who are involved with the client participating as well as the client and/or advocate. 

Next, appropriate staff person(s) should be ass^lgned the responsibility of writing - up the IWPP 
goal sheet. A decision <San slab be made whether the entire staff wishes to review the IWPP goal sheets or 
whethl^ they should be reviewed only by the program manager and the client. Finally, a date should be 
set for when the plan shoQid be written. 

Following Is a chart of this process and a delineation of Individual reaponalbilltles. 
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DCVBLOPINQ INITIAL I.W.P.P. FLOW CHART 



1 


Pra Mtating 


liMtlflQ 


WrWng Of Plai^ 

(sflsr Ihs fMstliig) 


Follow-Up 


• 

FMwbllltirtlon 
Dtrador 

or 
Program 
Managor 


1 . Assign parson to meet 
with referring agency 
on client's overall 
goals. 

2. Assign par8on(s) to In- 
terview client and staff 
and assemble tentative 
S/N list. 

3. Set meeting date. 


T — — 

1. Lead meeting 

a. keep on time 

b. insure everyone 
participates. 

2. Make assignments to 

write and carry out . 
plans. 

3. Keep records of deci- 
sio ns and respon- 
sibilitias 


1. ChecH to be sure that 
plans are written. 

* 

2. After plans are written, 
review plans for com- 
pleteness. clarity, 
client involvement, etc. 


1 . Keep records of who is . 
responsible for each 
goal. 

2. Qlve continuous posi- 
tive recognition for 
effort on plans. 

3. Convene periodic re- 
views of progress. 

4. Write progress sum- 
maries for each iWPP 
review. 


ProifftHii 
tta^ 

Indudifig 
Production 
Staff 

• 

. n, i 


1. Review ' background 
client information. . 

2. Participate with other 
staff assigned In pre- 
paring initial S/N list, 
a. contact otherneces- 

sary people i.e. parent, 
other programs sarving 
client etc. 


1. Review relevant back- 
ground information. 

2. Review initial strength/ 
need list. 

3. Help refine S/N list. 

4. Participate In selection 
of prograrh goals. 

5. Accept assigned re- 
oponsiuiiiiies wriie 
Vnd/or carry out plans. 


1. Develop plans with 
client and with other 
staff working with 
client. 

% r 

*. 


1. Carry out respon- 
albilities as stated In 
plan. 

2. Adjust plan when re- 
quired. 

» 

3. Record performance of 
client's progress. , 

0 


• 

1 
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1. Participate In develop- 
ment of S/N list with 
both program and pro- 
duction staff. 

\ 


1. Participate in refine^ 
ment of S/N Ijat. 

2. Participate in saiactlon 
of program goals (if 
repreaented by advo- 
cate, goals must be ten- 
tative until client ap- 
proves). 

3. Agree to accept re- 

sponaibilities'in plan. . 


1. If the client was not at 
meeting, approve or 
diaapprove goala. 

2. Participate in develop- 
ment of plans. , 

• 


1. Carry out respon- 
sibilities In plan. ' ' ' 

r 

2. Participate ,ln adjust- 
ment. <5f plan If neces- 
sary. 

3. Participate in IWPP re- 
view meetings. 



SUGGESTIONS FOR PRIORITIZING PROGRAM GOALS 



Prioritizing needs can be a difficult process when the client has many, 
interrelated needs. This task becomes more manageable when the long term or overall 
goals are set first. Then specific needs can be examined In terms of their contribution to 
achieving overall goals. Availability of resources to work on a goal should also be 
considered as well as dealing with cri^s situations which interfere with work on 
positive, long term goals. On the following pages is a discussion of these criteria and 
how they can be applied in priortizing client needs. 



QUESTIONS TO ASK IN PRIORITIZING 

CLIENT NEEDS 



1) Will fulfilling this need contribute to achieving the overall client goals? 

9) Is there a direct relationship between this goal and the client's overall goal? 
b) Is fulfilling this need a pre-requisite for goals which contribute directly to the 
overall client goal? 

2) Are staff and resources available and commlttable to working on this need? 

3) Will meeting this need resolve a crisis which will allow the client to resume work on 
positive goals? These IncKjde: 

a) Personal crises where the client needs' special help to regain stafbllity (being 
arrested^f^lly crises, psychotic episode, etc.) > 

b) Behaviors which, If continued, threaten cdntinuance In a program necessary for 
achieving overall goals. 

( cy BWmvlors which threaten the safety of the client, oth4r clients or .staff. 



Let's talk about these Ideas some more 



IS THERE A DIRECT RELATIONSHIP BETWEEN THIS GOAL AND 

THE CLIENTS OVER ALL. QOAL? 



This should be the main criterion for selection of needs. There should be a 
clear, logical relationship between most needs and the overall goals. Furthermore, It 
should be possible to judge, after looking at an overall goal, which program goals 
should be underway. 

- " . ■ iG . ■ ■ 



EXAMPLE 



Catherine Js a client In a sheltered workshop and her overall goal is placement in competitive 
employment. The atalf fell that, if atie accompiishod tfirou shott torni (program) guuls. she couki Oo 
plao«d. 

Th«y w«rt: 

1) A production rate equal to the rate in competitive employment. 

2) Satisfactory job interview sl^itls. 

3) Reports to work on time for 20 consecutive work days. 

Each of thMM.goals hM a diract, obvious relationship to the overall goal of achieving competi* 
tlva •mployment. 



IS FULFILUNQ THIS NEED A PRE-REQUISITE FOR GOALS WHICH 
CONTRIBUTE DIRECTLY TO THE OVERALL CLIENT QOAL? 



Some needs do not directly contribute to the overall goal, but are pre- 
requisites for other goals which dp contribute directly. Therefore, the pre-requisite 
goals must 6e worked on even though they may not appear, at first, tp relate to the 
overall goal. 

• 

^ EXAMPLE g 

John is a client in a sheltered workshop. Both John and the staff feel that he is ready for 
placement in competitive employment. However, John's mother is opposed, fueling that John cannot 
take oara of himself. The staff and John therefore set^ short term ^program) goal fgr John to take his 
mother 4o several community activities, in order to shoW her how well he can do things on his own. It is 
hoped that, when this goal is achieved, that his mother will agree to a job placement. This goal was a 
pre-requisite for the later goal of Job placement. 



ARE STAFF AND RESOURCES AVAILABLE AND COMMITTABLE 

TO WORKING ON THIS NEED? 



Fea^bility must always be considered in selecting goals. However. It Is 
Iniportapt not to start with fBaalbllity. Instead, we should sfarf with the client's needs 
and look tor feasible strategies to meet those needs. If our resources are limited, there 
are thfee options: 



1) utilizing Existing resources in creative, innovative ways 

2) making goals smaller to make the) initial steps feasible 



^ ' » « . ■ ' -i- / 

3) deferring work on a goal urrtll resources are available. \^ 

; The above three options should be considered in that i>rder. We should m1>ve 
from #1 to #2 only after posslbilitle/s In #1 are exhausted. Wt should move from #2 to 
#3 only after postibilities in #2 are exhausted. 



EXAMPLE 



Bill works at a sheltered woikshop. He has been theie Ux eight wuoks and stdd aic hupedil that 
lio can, <woiiliially, (|imlify (or pla( (Hnniil in conipolilivtMunploynuMil t liiwt>vt>f Hill h.u) m t>ntly (jot ten 

into trouble with the local police and staff were concerned that this would ruin his chances for obtaining 
a regular job. The social worker had learned that Bill's police problems stemmed from being involved 
with a group of ''toughs" In the evening. The staff fett that it was very important to get Bill involved in an 
organized leisure time program to keep him away from the "toughs" However, the sheltered workshop 
had no such program and, because ti^ey weie in an isolated ruiai aiea. there weiu nu uthei piogiamb 
where Bill could be referred. After much discussion, staff came up with several creative approaches.' i] 
They would give Bill work to do at home In the evening. 2) A volunteer would teach Bill to mow lawns so 
that he could look for evening work. 3) The social worker would contact Bill's parents and minister about 
giving Bill some regular responsibility In church activities. 4) One of the employees at t^e sheltered 
workshop had good relations with some of the "toughs" who were involved with Bill. He said that he 
would use his influence to have them keep away from Bill. By starting with Bill s needs and ttien looking 
for feasible strategies, the staff were able to be very creative in their approach to Bill s problems If they 
had started with what programs were available, they would have become discouraged and done nothing 



CRISIS MANAGEMENT 



Staff must respond to crises. If the client's beh^ior threatens the safety of hlmsel^or others, or If 
problems occur which threaten work on overall goals, staff must act. However, it is^ssential that crisis 
management not destroy commitment to overall goals. The primary commitment of staff must be to 
developing cllent'Strengths. Crisis management must be secondary to that. 

There ar^ several strategies to insure that crisis imanagement does not displace positive 
planning and, if possible, supports it. 

1) There should be as much preparation and planning for "crisis" plans as for regular plans. The time 
required to develop 9 thoughtful plan can help in providing perspective on a crisis. Furthermore, 
consultation femong all staff working with a client helps to insure that crisis plans are Integrated into 
other, positive plans with the client. 

2) Crisis plans should have short target dates. This will insure frequent review for need and effectiveness. 

3) Qoals for crisis plans should be stated positively. That is, theyshould state what the client will do right, 
rather than what he or she should stop doing that is wrong. Positively stated goals are important for 
two reasons. 

a) Positively stated goals help the client to understand that staff wish to help him or her. When the 
goul is stated positively, the client does not feel blamed or attacked. Furthermore, he or she feels 
that the staff are trying to help him work toward a positive goal. 

b) Positively stated goals help staff to develop creative strategies for working with the client. This is 
^cause, when staff become preoccupied with what the client has done wrorig, it leads them to 
remember other thingsthat the client has done wrong and reasons why "nothing hasworked." As a 
result, staff frequently feel they are at an Impasse when focussing on negative behavior Instructing 
staff to focus on what they want the client to do Instead of the problem behavior, helps them to see 
the situation from a new perspective and helps them to see how they can use rewards to develop 
positi|f» alternatives to the problem behaviors. 

4) Crisis plans should make maximum use of client strengths. By utilizing what the client can do wrfll, by 
Including the client's likes and pre fe^rences and by utilizing the client's resources such as family and^ 
friends, crisis plans are more likely to be positive growth experiehc ^sjo r the client. The more support 
that Is included in.the plan, the greater the chances of the plan succeeding. Furthermore, the more 
strengths that are utllized.the greater the chance that crisis plans will oecome interrelated with other 
positive client programs which utilize strengths. w 

A more detailed description of stKAtegies for dealing with problem behaviors see Houts and 
9co1t Qo$l Planning with D9V9lopm9ntellyDlaabl9d Persons, as well as pages 76-109 of this workbook. 



EXAMPLE 

Charles Is a client who le profoundly retarded and also emotionally distutb6d. He has been a 
chofit in a w^rK activities centyr for 3 yoiwy Ht> is (,-oi)t?Kloiod to bo oim oi itn» fnosi difficult ciinnts tin 
b«comM quit* violent on occMions'and will ttart throwing objects, kicking and screaming. These 
outbursts usually occur when his work assignment is changed, or when there is any change in his daily 
routine Recehtly his assignment was changed and during his outbuhM, a floor supervisor was seriously 
Injured. Charles had pushed her, and she hit the work table injuring Ijier spine. Her injury may require 
surgery to correct. Staff were quite upset about this incident and (elt strongly that some action must be 
taken to control Charles' aggressive outbursts. Miss Jenkins, Charles' program manager, was asked to 
convene a meeting to deal wi.th this crisis. 

Miss Jenkins'had been Charles' program manager for the last year, Before this she had been his 
work supervisor. Charles has a good relationship with Miss Jenkins and she had been successful in 
persuading him to accept changes in work without emotional outbursts. She felfthey were beginning to 
make some progrws In teaching Charles basic skills and did not want this crisis, severe as it was. to 
destroy the progress they had made. Their overall goal for Charles was Long Term Sheltered Employ- 
ment . One of the goals staff are working on with Charles Is to "accept change without becoming violent. ' ' 
The present method being used is that when these outbursts occur Charles is sent home and not allowed 
to return to the center for several days. Miss Jenkins wanted to continue working toward this goal but to 
change the method to use her relationship with Charles and become directly involved \n the work floor 
daily. The following steps were Involved in developing a plan to deal with this crisis. 

STEP COMMENT 

By setting a definite date, staff felt something 
was being dope. By, putting the date a we^k 
away, there.was tim^ to develop a full under- 
standing of the situation and to allow feelings 
to subside. 



1. I^ss Jenkins set a meeting for 1 week after 
the incident. 



2. Miss Jenkins interviewed all involved staff 
before the meeting to obtain their perspec- 
tive and ideas. 



Staff felt involved in the program development. 
Ina1 to1 interview Miss Jenkins CQUld explain 
her interest in maintaining Charles' positive 
programs. She could also obtain a wide range 
of options from the people who knew Charles 
best. > 



lie 



« 3. When the meeting began Miss Jenkins re- 
viewed the positive plans already underway 
with Charles. She also reviewed his strength 
list, pointing to a number of strengths which 
could t>e used in dealing with this problem. 

4. Miss Jenkins defined the first group task as' 
establishing the positive behaviors they 
wished from Charles which would result in 
jfninimizing the chances of a similar incident 
in the future. 

5. The group came to the conclustbn that 
Charles' aggression toward the fioor super- 
visor was probably due to /rustratioh. They 
also felt that the plans already In place to 
help him learn how to accept change with- 
out violence was the beat goal to prevent 
future Incidents. 

6. It was decided to continue the present plan 
to send Charles home if he had an outburst, 
but to add to the plan that he should go to 
Miss Jenkins whenever he felt angry. This 
would utilize her ralationship with Charles 
and wQuld give him a positive alternative to 
exploding emotionally. 



She focused attention on Charles' broad needs 
first to insure that the crisis wae seen in 
context. 



By having the staff focus on developing po^- 
tive behaviors she kept them away from puni- 
tive, negative approaches. 



The crisis problem was seen in the context of 
Charles' broader needs and of plans already 
underway with him. 



The result was even more support for positive 
plans rather than competition or interference 
with those plans. 
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SuggBStlona tor Writing Progrmns Not»B 



An (>ff«>i tivt> |)iiujr«>s*. ruitt» systtMii i'> iiiifiDrHnl loi luith (>M(>i tivt> i linit pi iKji .immii u] ,r. wt>lt 

meeting documentation requirements. By having regular progress notes new staff can quickly pick up on 
client programs when there are absences or when staff leav/p Progress notes can also serve as ways for- 
staff and clients to receive recognition for what they are accomplishing. By putting down, regularly, what 
has been achieved in n period of time, clients and staff havo something tangible to demonstrntu thoit 
iiccomplistunuiUs. 



Tw& TVpM of ProgrMt nofM 

1) On-going ncord. Performance notes are frequently kept as a continuous record of progress. 
Notations can be made at any time, frequently as often as daily Charts for checking off daily 
performance as,well as narrative notes are used in this type of progress note. Thistypeof note should 
be located with the staff carrying out the plan, Frequently they are kept on the back of the goal plan (as 
in the example forms in the Pennsylvania Model forms). 



2) MofM from pflodic r9vl9W». Regulations require that, at certain intervals which vary with the type of 
program, the client's program will be reviewed by. either the interdisciplinary team or the program 
manager. At the time of these reviews, a general statement about the client should be entered into-the 
record. This statement should include a summary of progress on each goal as well as general 
statements about the client's condition. These notes are usually kept by the case manager in a cental 
file for each client. Space for this type of note is provided on the back of the cover sheet ih the 
Pennsylvania model forms. 
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Strength/Need 
Interview Guide 

A Strength/Need list is an excellent way to summarize information needed in developing 
individual client plans. The strength list includes the client's likes, important skills which he or.she has 
and resources available to help in his or her plans (e, g. interested family or friends.) The strength list is a 
resource list for helping the client reach his or her goals. 

The needs list is a list of possible goal areas. It includes areas where there are important deficits 
as well as areas where strengths should be further developed. It is important that needs' be stated 
positively, that Is, stating what the client should do, instead of what he or she should stop doing. Positive 
phrasing of needs helps to establish a positive relationship with tiTft client for dealing with problems (see 
pp. 10 and 76 for further discussions of this issue). 

ij An Interview guide, such as the one on the following pages, can remind staff of the range of 
information which can be included in such lists. Furthermore, by having the questions written out, 
tnexperienced staff or staff without formal training can collect much of the information required. These 
questions are intended as a guide, to be adapted to the facility and to the client interviewed. . 
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USE OF STRENGTHS IN DEVELOPING PROGRAM PLANS 
THE CLIENT SHOULD PARTICIPATE AS MUCH AS POSSIBLE IN EACH OF THESE STEPS: 



1 . Litt the client's strengths 
(what he can do. what he likes 
to do and others willing to help) and his 
needs. State needs postttvely. That is, 
say what the client will do instead of what 
he won't do. Say "Robert speaks loudly 
enough to be heard" instead of "stops 
mumbling". 



2. Choose a need which is important 
to the client. This should be a need 
where you ffel you can make progress. 



Now make a new list of approaches 
you can use to help meet the need. 
First, review eadh strength on the 
list for ideas. Then jot down as 
many things as you can think of. 



8tr#n9tht 
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Appro«oh«t You 
Can Uit To H«lp 



1 o ii«ip ^ 
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Choose one approach that you 
feel would be best. This may 
be a combination of several 
things on your list. Keep this 
list in case you need to try 
another approach later. 



Write a program plan using small 
objectives, clear (behavioral) 
language and target dates. 



Strtngthf 
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ApproAchM You 
Can Uta To Halp 
Maat Tha Naad 




Approachat You 
Can Urn To Halp 
Maat Tha Naad 




EXAMPLE QUESTIONS FOR DEVELOPING A STRENGTH-NEED 
LIST FOR DEVELOPMENTALLY DISABLED CLIENTS 



FOLLOWING ARE EXAMPLE QUESTIONS WHICH YOU CAN ADAPT TO YOUR FACILITY AND TO THE 
CLIENT YOU ARE INTERVIEWING. THE STRENGTH-NEED LIST CONSISTS OF INFORMATION 
LEARNED FROM INTERVIEWING THE CLIENT. FROM STAFF OBSERVATION OF THE CLIENT. i=ROM 
SOCIAL HISTORY DATA. FROM TEST RESULTS AND PHYSICAL EXAMINATIONS. 



STRENGTHS 

(What the clltnt can do. what ho llkot to do and 
othar paopla who ara willing to ha I p as a ra- 

sourca in carrying out plans.) 



NEEDS 

(Stata thaaa poaitivaiy — whattha ciiant should 
ba doing.) 



I SPECIAL INTERESTS AND ACTIVmeS 

(Saiact quaationa from thaaa iiata which ara approprlata for thia ciiant and add 
quaations which you.faai would ba haipful.) 



Ouaaffona for oilttt (If h9 can 9p—k) 

What do you ilka to do? What la fun for you to 
do? 

W,hat do you iika to do in tha avaninga or on 
Saturdays? 

Do you Ilka any apacial ii^orta or gamaa or TV 
programa? What do yog iika about tham? 

Do you Iika any of thasa thinga (suggaations 
from staff who work with ciiant)? 



Quaaftona Upr tttiff , 

From your obaarvatlona of tha ciiant, what 
doaa ha/aha anjoy? Whan ia ha/aha happy? 

What haa tha ciiant told you that ha/aha iikas to 

do? 



Qu^Btlont for client (If can tptk) 

Would you iika to do (itama from tha atrangth 
lift) mora? 

is thara aomathing you aiwaya wantad to do? 

Mara ara soma things that you could do (list 
raoraatlonal aotlvitiaa at tha facility or In tha 
community). Which would you Iika to do? 



Ouaatfona for tUntf 

Whan la tha ciiant happy? What doas ha aak to 
do? What activitias doaa ha anjoy? (Aak as 
m^ny paopla as possibia who work with tha 
ciiant.) 

What activltiaa do staff faai tha ciiant would 
anjoy doing mora? 



(Saiat^ quaations from thasa iiata which ara approprlata for this ciiant and add 
quaationa which you faai would ba haipful.) 



(Continued on n9xt p»g*) 
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STRSNQTHS 



NEEDS 



^■iMfOfft for dlMif (Ifhoean 9p—k) 

What do you like to do with your family? 



How does your family help you? Who in your 
family It •tptciaiiy haipfui? 

Who It your batt f riand? What do you Ilka to do 
with him/har? ■ 

Who likes you? 

With whom do ydu Ilka tb tlo (cllant't favorite 
activity)? 



Qutthm tor 



Family And Frlandt 



/, 



Are any family members Interested In the 
oliant? To what extent are they Involved with 
tha cliant? Would any family members help 
with goal plana? . 

Who ara tha client's friends? Who likes the 
cliant? Who does the cljent like to be with? 

Which of his/her friends would help the client? 

Who Is a good iiftuanoa on tha client? 

Who does the client like to work with? 



mtortho diont (It ha can §po»k) 



What would you like to do more often with your 
family? 

Would you like to get along batter with some 
people In your family? is there anything you 
would ilka to change in your family? 

Would you like to have mor.e friends? With 
whom would you like to be more friendly? 

Would you like to share your Interest In 
(client's favprite activity) with someone? Who? 

Chmtlom tor 9t9ff 

What can be done to Involve the family more In 
the client's program? y/hat could be done to 
improve relations between the client and his 
faml 



Does the client need friends? Which clients 
would like to be more friendly with him/her? 

Would the client be happier or work better If 
he/she worked with certain other clients? 



Could the client benefit from sex education? 
Does he/she need help in relating tothe oppo- 
site sex? 
Religion And Vaiuaa 



CHmHont fortlfollont (Iftfotn $p9itk) 

Do you go to church? Which church? Does 
your church have recreation programs? ^ 

Who at church has helped you? Whom do you 
Ilka there? 

What makes you proud? 

Whom would you like to be like? Why? 
QuotUom tor ttttf 



~Dam the cliant gb to church? la there anyonf 
at church who helps with tha ciiam's program?- 

Whan la tha cliant proud? / 

Whom does tha cliant udmirt? > 



QUttlom tor tif ollont (If Im oon 9pook) 

Dolfou want to do more things at your church? 
What things? 

What would make you feel more proud? 



Quttlont for wtoft 

What could be done to make more use of the 
client's church in his program? 

What could be done to make the client more 
proud? 



(8tl«ct quattiona from thasa lists which\ara appropriate for this cliant and add 
qufttiont which you fa«l would ba helpful.) 



STRCNOTHS 



NEEDS 



Outttfont ^ tfM elhnt (If ff e»n 9p—k} 

What jobs did you have? What did you do? 
What were you good at on your Job? 

« * 

What kind of work do you like here? 

How long did you go to school? 

What did you like at>out school? 

What wer« you good at In school? 

Do you go to 'school now? What are you 
studying? 



Qumtlom for 9t9tf . 

Include dita from client's job and school re- 
cords about his accomplishments. 



Occupation And Education 

QumfloM for tho dhnt (Ifho^ctin tptk) 

What type of work would you like to do? 



Include datft from work skills testing. 
What 

What Jobs Is he good at? 



t^k does the clien^ enjoy? 



What kind of a Job would you like to get when 
you leave here? 

Do you want to go to school? What would you 
like to study? 

Here are some Jobs (list Jobs that the client 
would be able to perform). Which would you 
like to do? 

Here are some jobs that you could have when 
you leave here (list feasible occupations for the 
client). Which would you like to have? 

QutOon^for t»t1 

Include data on educational and job skills 
which the client lacks, (only, include areas 
where this facility can reasonably helb the 
client to Improve.) This information should 
come from past history, test scores and obser- 
vations by work supervisors. 



# 



RMctlon To Staff And Program 



OmUorm for ollmtt (If ho okn tpotk) 
What do you like about this place? 
Which staff do you especially like here? 
^Whlch staff have been most helpful to you? 

OMttfont hr ttelT 

Which staff get the best response from the 
o)isnt? 

m 

What ar« the most effective wayf to work with 
thisclltnt?. 



OueatfOfM for dhnt (Ifhooon tp—k) 

Whatjciin staff (or name particular staff) do to 
help you more? 

Is there anything that you do not like about this 
place? 



OiiMftont for 9laff 

What could staff do to get a better response 
from this client? 

What programs would this client especially 
benefit from? 

Co,uld the plient's family or other outside per- 
sons help more in supporting this program? 



(Stieot qufSttons frorp thest Hits which are appropriate for this client and add 
questions v^hlch you fMl would be heli^uh) 

(Ooh^niind on ifxt ptg*) | ^ • 

. ^ 04 
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STRENGTHS 



NEEDS 



Qumthm tor oMMif (If /m 0M,9pMik) 



Mental Status 

OuMtfofit tor dhnt (N Ar otra tpook) 



When do you feel goodi? What makes you feel 
happy and cheerful? 

When are you In the best mood? 



QumthM for9t9ff 

Include results of psychological testing and 
Interviews which Indicate the client's 
paychological strengths. 

When It the client most happy? When Is the 
client most cooperative? When does the client 
think most clearly? 



What can staff do to help you feel more cheer- 
ful and happy? 



Qu99tlon9 for ttoff 

Include results from pyschological testing and 
Interviews which indicate areas where the 
client needs to grow, (onjy include n^eds 
whem this facility can reasonably help the 
client to Improve). ^ 

Suggestions fronvst^ff who work with the 
client about behaviors which the client needs 
to control or change. 



Include rssults of physicad examination and 
health records which indicate areas of health 
or physical strength for the client. 



Phyaical CondHlon 

Include results of physical examination and 
health records which indicate client need. This 
should IncludSv health problems that staff 
should be aware of as well as medications and 
other prescribed treatment. 

Other 

Thia category la for observatlona and quMtlona which do not ftt into the other 
cat«gortea. 



Suggestions For Streamlining Paperwork 
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Several different areas in the manual focus on efficient implementation of I. W P P (see 
pages 2-4. 12, 56-59). In addition to these Ideas, we suggest the following ways of reducing paperwork. 

1 . Don't write something twice If you can copy It: use carbons, zerox. etc. 

2. Keep copies of plans to use as models or for ideas on how to develop methods 

3. Try to write in the progress performance notes only for those things which reflect progress on 
the client's plan. 

4. If you're using a dally check sheet for client progress, ask whether the client could be 
responsible for checking off his accomplishments rather than staff. Staff can re8||pnd to 
client Initiative more easily than they can initiate actions toward clients. 

5. Abbreviate; use clear uncomplicated language. 

6. Use a "tickler file" (where Items are filed by the date they are to be reviewed) to remind you of 
review dates. Since the requirements for review differ depending on a client's program 
assignment, a tIckieF file system can reduce the confusion and difficulty in keeping track of 
review dates. A simple card Index file with the client's name and review date, arranged 
chrondlogicaliy, will allow you to be ^re you meet each necesjiary review. 

7. Use the telephone to make contacts with parents and other agendes on the client plan. Then 
note the contact briefly in client's progress note. 

8. Don'tkeeprecordsofthlpgsyoudon'tneed.Alwaysaskwhyyouarekeepingthelnformation, 
and whether you really need It. 



WrWng CiMr, Behavioral Goals and Oti|aotlvM 



it is essential, if the client and other staff are to understand our plans, that we be clear and 
specific In stating our goals. One of the best ways to bjs su re ou r language is clear is to pretend you were a 
new staff person who is reading the goals for the first tirtie, Ask yourself, "Would I know when this goal 
was achieved'?" if the answer is "no," ask yourself, "What would the client be doing that would show me 
that the goal has been reached?" ^ 

On the following pages Is a discussion of some common questions asked about writing goals as 
well as examples of vague goals re-stated in behavioral terms. On page 27 is a list of the*vague terms that 
commonly ocbur in records att well as examples of how they can be re-stated clearly. This is often a good 
exarcita In train% staff: to select vague termsjrom their records and have them practice re-stating them 

in behavioral term . - 

' The foMowiM material on writing behavioral objeptives is taken from the training manual Ooa/ 

/ PiMnIng with De^lSl^Mt^Hf DIMM Parsons by Ho>Jts and Scott. Other training materials on this 
topic includU: Mager, f^/F., Pnfmrlng Instructional Obl96tlv08, Belmont, California: Fearon, 1961, and 
Parham, J. Individual Prd^nm Planning with th€ Davalopmantally DIsablad Research and Training 
Canter in Mental Retardatioh> Texas Tech. University, 1976. , 

. o % 14 ■ 
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THERE ARE LOTS OF WAYS TO WRITE 
GOALS WHICH ONE IS BEST? 

, 




"Robert should control his 



BUT, "ACTING QUT" COULD MEAN 
A LOT OF DIFFERENT THINGS. WHAT 

DOES IT MEAN FOR ROBERT? 



acting out 
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WFLL, THAT'S BEAUTIFULLY CLEAR. 
WHY NOT JUST SAY THAT? 




YES! THEN EVERYONE WILL KNOW 
WHAT YOU MEAN. 



ERIC 




Of^. THAT'S EASY. INSTEAD OF ALWAYS 
FIGHTING WITH HARRY AT THE WORKSHOP. 
ROBERT SHOULD WORK COOPERATIVELY 
WITH HIM. 




OH, I SEE. JU3T SAY WHAT HE WILL 
DO WHEN HE CONTROLS HIS "ACTING 

OUT." 
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"Robert should develop 
an awareness of his 



potential" 



THAT'S A "FEELING" GOAL, SO YOU 
CANT DESCRIBE ROBERTS BEHAVIOR. 




WHY NOT? JUST SAY WHAT ROBERT 
WILL DO WHEN HE DEVELOPS THIS 
AWARENESS. 



YOU MEAN SOMETHING LIKE, "HE 
WILL LEARN TO TIE HIS SHOE LACES 
OR FINISH A BIRDHdllSE IN 
WOODSHOP"? 





THAT'S RIGHT. JUST GIVE SOME 
EXAMPLES OF HOW HE MIGHT ACT 
WHEN HE HAS THIS "AWARENESS". 
THEN fllTHERS CAN ALWAYS SEE IF 
HE HAS MADE PROGRESS. 



"Take Robert to the 



THAT'S A CLEAR GOAL AND 
IT DCSCRIBCS BEHAVIOR 




workshop .every 
— day" 



BUT WHOSE BEHAVIOR? 



THE PERSON WORKING WITH ROBERT. 





THAT'S THE POINT! THAT GdAL 
IStJOT FOR ROBERT. 



OH. I GET IT. THE GOAL SHOULD BE 
FOR WHAT ROBER T y^lLL BE DOING. 





so I TALL BOMS DOm JO ONE THING 
THE CLEAREST WAY 70 WRITE A GOAL 



IS.TO DESCRiat WHAT THE CLIENT WILL BE 
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HERE ARE EXAMPLES OF HOW TO RE-STATE VAGUE QOALS 
INTO CLEAR. BEHAVIORAL QOALS 



Vagu« GkMit 

1. SOCIALIZES LESS 

2. RESPONDS ADEQUATELY 

3. DRESSES APPROPRIATELY 

4. DEVELOPS HIS POTENTIAL 

5. IMPROVES HIS PERSONAL HYGIENE 

6. DISPLAYS APPROPRIATE BEHAVIOR 



7, BECOMES LESS DEPENDENT UPON 
OTHER PKOPLE 

8. ASSUMES MORE RESPONSIBILITY FOR 
ATTENDING HIS PROGRAMS 



9. SHOWS IMPROVEMENTS IN RELATION- 
SHIPS WITH OTHER PEOPLE 

10. DEVELOP EGO STRENGTH. 



CiMr Goats 

1. Robert talks with his fellowWrkera about 
non-work thirigs only during breaks. 

2. Robert answers questions in a voice that ^ 
can be heard by the questioner. 

3. Robert rips his tly after going to the 
bathroom. 

4. Robert works at Vk the rate of cornpetltive . 
employment. 

5. Robert takes a bath twice a week. 

6. Robert shakes hands when introduced to 
strangers Instead of hugging them. 

7. Robert gets new work when his supply has 
run out. He does this without being told. 

8. Robert comes to the workshop on t|me 
every day without a member of his family 
traveling with him. 

9. Robert works cooperatively with other 
workers with only one argument per day. 

1 Q. Robert refuses to do favors for other clients 
who order him around. 



NOTI: REMEMBER TO STATE QOALS POSITIVELY. That is. say "Robert will work cooperatively with his 
oo-workert" initMd of "Robert will stop fighting with his co-workers." This can help us to thfnk 
potKivtty wh«n working with Robert. It will also show Robert tliat we are working with him instead 
of •gainst him. 
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S«tt Surveys: a recommtndttd procoat for monitoring IWPP's and preporlns for licensure 



It is the responsibility of the service agency to insure that the I.W P P. process is a meaningful 
one. No outsldli survey groups can monitor In sufficient depth and with sufficient frequency to l(now this. 
It is therefore essential that each agency develop a method for Insuring that client plans are meaningful* 
and effective. This can be done through self-surveys by supervisory staff, or through a formal self-survey 
committee. In either case, focus should be on the quality of plans as well as on filling out forms correctly. 

The style, or manner In which these self-surveys are carried out can have important effects on 
clients. When surveys are done in a positive, supportive manner, they reinforce staff's commitrhents tqr 
achieving positive client goals. When they are done in a negative, punitive manner, they encourage a 
defensive attitude on the part of front line staff and on "not doing anything wrong" rather than "doing the 
best Job that one can." 

Self turvi^ys can serve another purpose as well : preparing for accreditation or licensing surveys. 
There are several advantages to incorporating accreditation or licensing requirements Into the self 
survey: 1) staff are more likely to view the survey positively, i.e., as a way of helping them to meet these 
external requirements, 2) meeting requirements can be a gretdual process (add a few more IWPP's a 
month) instead of a rush just prior to survey time, dy Implementing the IWPP requirements 'gradually, 
quality rather than quantity can be emphasized and the client will be the beneficiary. 



S9tt'Sur¥9f Commlit— 

One-method for Implementing a monitoring system can be to develop a self-survey committee 
within each ngency. this committee can be composed of both program and production staff as well as 
administrative staff arid board members. Advantages of this approach are that tront line staff can receive 
recognition from top management and top management can learn from direct service staff what Is being 
accomplished with Individual clients. Information about individual client programs can be especially 
helpful to administrators, aMowing them to see the effects of programs on Individual clients, rather tha% 



aggregates and helping them to Identify administrative actions which they can take to support respon- 
siveness to unique Individuality of clients. 



SMf-Surrejr ft/ Supenr/eort 

' Some facilities have assigned self-survey responsibilities to supervisory staff. It Is Important that 
.supervison monitor programs other than their own. This avoids "conflict of interest" pressures on the 
reviewer. By reviewing programs other than their own, supervisors often learn how to better cooperate 
with other parts of the agency as well as new Ideas which they can apply In their programs. 



Si9p§ In etrrying out 9urv9y 

On the following pages Is a discussion of the steps Involved In carrying out a self survey In a 
.positive, constructive manner as well as example forms for use In such a survey. 

\ 



Conduct Of Self-Surveys 
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FIRST: Make expectations 
clear in advance. 



1 ) Announce, at a reasonable time in advance, when the review will 
be done. 

2) Explain exactly what will happen during the review. Give the staff 
a copy of the forms you will use in writing up the review. ' 

3) Answer any questions staff may have about the review procedure. 

4) Agree on how many clients' programs can reasonably be ready 
for review by the date chosen. This should be a mutual decision 
between the reviewer and the staff being reviewed. This should 
be a realistic goal which allows for quality as well as quantity. 

5) Be on time and adhere closely to the procedures that were 
announced in advance. 

SECOND: Randomly select 
clients to be reviewed. 

1 ) At least two clients should be selected per unit and allow 30 
mimjtes per client selected. 

2) From the pool of clients that was agreed would be ready for 
review, randomly select those clients you are going to revrew. 

3) In addition to those you have chosen, you should allow the staff 
toselectaclientofwhom.they are especially proud so they will 
have an opportunity to show some of their best work. 

64 
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THIRD: Review the clients' 
records to understand their 
backgrounds, what has been 
accomplished to date and 
what staff are trying to 
accomplish. 



In reviewing the records, the following questions should be asked: 

a. Is the background data adequate? Requirements for background data will 
vary from facility to facility , but your concern should be in whether you have 
enough information to judge the appropriateness of the goals chosen. A 
strength-need Ijst is very helpful in making these judgments. 

b. How many plans are there for each client? The number of goals per client 
will vary with each facility. In general, itisbetterto have fewer goals that are 
being seriously carried out than many goals that are only superficially 
attended to. 

' 4 

c. Is the language clear in the plans? Was behavioral language used in 
describing the goals? Was client behavior in the goal section and staff 
behavior in the method section? Were specific staff named as responsible - 
for each method? 

d. Are there target dates for each goal? It is essential that there be a target date 
for each goal being worked on now. 
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FOURTH: Interview the 
client an$l staff wbrlcing 
directly with him. 

You should see first hand what is happening with the client. To do 
this you need to see him, talk with him, and talk with the front line 
staff who work with him on a day to day basis. In this interview you 
should determine; 

1 ) Was the client maximally involved? Did he participate in choosing 
goals, was he given choice in the iirlans, were the plans explained 
to him? If the client could not actively participate, did the staff 
include his likes and wants in the plan? 

2) Are the goals meaningful for the client? The staff working with 
the client are in the best position to judge this. If you are 
experienced in working with similar clients, you may have some 
suggestions for them to consider. However, the final decision 
is always up to the people working directly with the client. 

3) Do the written plans accurately reflect the client's program? 

FIFTH: Give the staff feed- 
back on their program 
emphasizing their positive 
accomplishments. 

Always begin feedback by reviewing what is good about their program 
This should be part of the written report. It should be clear thata large 
percentage of what is being done is being done well. If possible,. 
3jtaff should feel that the review was a chance for them to show off 
wN^t good work they are doing with clients. We find it helpful to make, 
up ai staff strength-need list just as we do wi*h clients. 



SIXTH: Arrive at a consensus 
with the staff on any 
improvements to be made and 
when they will, be made. 



It is important that proposed changes be accepted by both the staff and the 
reviewer. Together, you should agree On a series of feasible target dates for 
accomplishing these changes. The staff being reviewed should have the oppor- 
tunity to put their vi^ews on the evaluation form. 

If only part of the clients have completed IWPP's, you and the staQ should also 
agree on reasonable target dates for increasing the number of clients with IWPP's. 



SEVENTH: Be sure that staff 

are clear on all aspects of the 
review and on what will be 
done with the review. 




All writing should be completed before leaving the area. A copy of the 
report should be left with the staff. Be sure that all their questions / # 
are answered and be sure they understand what will happen following 
the review. If possible, the next review date should be set before 
leaving. 
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SAMPLE LETTER EXPLAINING PURPOSE OF SELF-SURVEY 



Dear 

There will be a review of I.W.P.P. In your area on (date). The reviewers (nameor names) will be at 
your location at (tlm^. As agreed previously (number) of your clients* plans will \^ available for review at 
that time. - . 

This review Is primarily aimed at recognizing your staffs positive accomplishments with clients. 
The reviewers will want to Interview several of your clients who have I.W.P.P.'s They will also want to talk 
to the staff working directly with those cllents-'The reviewers will want to look at the records you have fdr 
those clients to obtain background and to be sure that you are recording programs to 8hovl^your 
achievements. Clients will be chosen randomly for review. In addition, you can designate one client to be 
Included In the review. . ' , >' 

Your staff will have an opportunity to express their views about the I.W.P.P.'s arid these will be 
recorded as part of the review. At the end of the review you and the reviewer will jointly agree on any gbals 
to Improve or expand the I.W.P.P. *^ ■ 

Copies of the procedures and forms to be used In^thfs review are attkched. If you have any 
questions i^bout the review, please contact me at (telephone number). 



Sincerely, 



Enclosures (2) 



Unit R^w Form 

Individualized Client Review Form. 



id 
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CLIENT PROGRAM REVIEW FORM* 
(To b* fllM out for Moh ollont rovlow^d) 



PROGRAM: 

^4 




VIEWER: 



QUENT'SNAME: 



STAFF INVOLVED IN CLIENT PLANS: 



(circle names Interviewed) 



1. B^okgnuntf Jhta 

Is background dita and relevant client information. iTfcluding strengths adequate to understand the 
client's p^gram? This should include social, vocational, educational, medical and psychological 
data. , rf 



Comments; 

2. Stafltng Sumnuiry 

tt. Was the initial IWPP completed within 30 work days of the client's admission . 

Into the facility? lYES NO. 

b. Is there a program ipignment? (Evaluation, Work Adjustment Training, Work 

Activities Center, Regular Work Program, Occupational Training) YES N0_ 

c. Has a program manager been identified? - YES NO. 



d. Is there an overall vocational goal? (e.g. competitive employment, occupation- 
al training,' higher level rehabilitation programming (specify)) YES NOJL 



e. Is there an implementor assigned for each program goal? • YES NO. 

4 

f. Is* there a roster of participants who attended, the initial IWPP staffing with 

their signatures and tltl^? YES NO. 

. P 

g. Was the client's referring agency invited or involyed in the Initial Indi- 
vidualized Written Proi^ramPlanstaffinganddidtheyestabiishorapprbvethe 

overall goal? • ♦ YES NO. 

4 

S . ■ « • 

\ i ^ 

h. Has the client aigned the IWPP cover sheet? . YES NO- 

i. Was the client's parent, legal guardian and/or advocate invited or Involved in 

the initial stafflrig for the development of his Indivldiialized Written Plan? YES_1- Na 



Commenta: 



*thl$ tom^ btk^h on th» 167$ IfMnthg nq'ulr9fn9nt$ tor VoottlontI Rohtbllltatlon fiomiot In P§nn»ylvnl: By hvring tho 
mthoumif mk omo qutmoM o» t|p Ihon^hg mirvy, two imda tro mt: monhortngto Iniuro quotlty proffninmlng tnif 
pn/mring hr Ihonturo. 
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3 Pmrlodic Rmvlmwt otCllfit Progrmm 

a. W«8 prdO^M toward tWPP goats summarlzvd at appropriate times? (Quarter- 
ly by program manager and semi annually by IWPP team for Regular Work 
Program and Work Activities Center) (IWPP team every 30 days for Occupa- 
tional Training and Work Adjustment Training). YES-_ — N0_ 

Comments: . / 
' b. Was the client involven\pnt in reviews documented? YES NO. 

Comments: 

c. Does documentation exist that a written report of the results of the IWPP 

review has been forwarded to the referral agency? YES NO. 

Comments: 

d. Does documentation exist as to who participated in the review? Ail staff (and 
others as applicable) who are involved in IWPP implementation and follow- 
through should be in attendance at IWPP team reviews. YES N0_ 



ERIC. 



Comments: 



a. Are client behaviors (ne^ds) specified for each gbal? YES NO. 



b. la an individual client program plan completed and clearly filled out for each 
program goal selected? 

c. Are program' goals stated In terms of client behavior? Could you know when 
the goal is achieved? 



YES NO. 



YES NO. 



d. Are the methods clearly stated and responsible staff (implementors) named? YES N0_ 

e. la there an overall goal stated for each program plan? YES N0_ 

t la the pvemll goal relevant to that Individual clientjj program assignment? YES__ MO. 

g. Do the s^ term (program).goal8 relate to the ovWall goal? YES N0_ 

h. Are there target dates for Objectiyes? YES NO. 

I. Are the program goala sighed and datad 6y program manager, implementor 

and client (or advocate)? . ,^ YES NO. 

Comments: ^ ^ 7q 
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5 Ohnt 9ind St9ff Intmrvlmw 

■. Wm th« clitnt maximally tnvolvvd? (Did ho parttcipirte in choosing the goais. was he given choice 
In the plans, ware the plana explained to him, was progress reviewed with him? If the client could 
not actively participate, did the staff include his lilies and wants In the plan?) 

Comments: 

b. Were the steps (objectives) necessary to reach short term (program) goals 8pell<»d out and is there 
• evidence of progress toward the short term goals (performance notes)? 

Comments: 

c. Do you have any suggestions about the goals or methods for staff to consider? 



6. Comments by staff working with client. 



Signature: 



staff Member 



Reviewer 
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SELF-SURVEY 
SUMMARY 



(To •ummariz* findings from r»vl«ws of client recordu) 



PROGRAM AREA BEING REVIEWED: 



DATE OF REVIEW: 



REVIEWERS; 



UNIT CENSUS: 

Total number of clitnts In program area- 



Numborof clients with complete IWPP's- 



STAFF STRENg^HS 

(What was done right and what was done 
, especially well) 



STAFF NEEDS 
(State needs positlvely^what staff could 
do to Improve IWPP planning) 



Next review date: 



Unit goals for next review: 



Number otollents expected to have complete IWPP's by next review 
COMMENTS ON REVIEW BY PROGRAM AREA STAFF: 
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Untt Staff M»mb«r 
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3 Strategies For: Involving The Client As Well As 
Involving The Parents And Relatives 

Strat*gl«s for Involving th« Client 

The critical point to remember is that the plan belongs to the client and It must In the end reflect 
that Individual's own goals and wishes for himself. In developing a plan there are three basic questions 
you need to ask to Insure that the plan Is meaningful to the client. * 

1 . Who Imm/Ms? 

Is It staff, relatives, the public — or Is It the client who benefits? 

2. Do— It mtloct tho clhnf own Btafd or obwtrvd cholc—, wl9h—, des/res and Ukm? 

At one level a client can tell you exactly what he or she wants, at another level you may only be 
able to observe that the ollentjor example; "likes sun light," "likes colors," "likes Mrs. 
Smith." Consideration of the clli6nt's own likes and preferences can help to make the client 
more Interested in the plan ana more importantly, can Insure that the plan Is meaningful for 
the client. / 

3. Dom tho ctlMt unthntand and agr— with tha plan? 

The client must agree to the goal. Without this agreement, the plan Is not likely to be 
successful or you may find yourself using punishment strateglesto make It work. Understand- 
ing and agreement can also be Indicated by use of the client's Indentlfled likes and 
preferences. 

Should tha etiant ba pnaant al ataMng? 

Staff meetings may not be the best place to Insure maximum client participation In developing 
the plan. Only a very articulate, strong client will feel comfortable discuising his program with a large 
group of people. In many cases. It may be best to have a staff person sit down with the client before the 
meeting to go over the client's S/N List with him to Identify areas that are Important to.the client and list 
some suggested goals, if tentative goals are to be developed before the meeting by staff these tematlve 
goals should be discussed directly with the client In terms of^hls wishes, choices and desires. This 
information can then be brought to the meeting. The client can also be at the meeting, or the final goals 
can be approved by him or her after the meeting. This process not only reduces meeting time but also 
helps to Insure meaningful client Input. If the client Is not present at the staffing, an explanation should 
be written In the iWPP to show that this Issue was considered and to explain how the client was Involved. 

Taehntquaa to halp InwOSww ollanta. 

a) Have a person who knows the client and whom the client trusts explain the staffing to the 
client before^the meeting. If the client Is present at the staffing this person should elt with him 
or her. 

b) If the client Is present at the staffing, here are several techniques to help make this a positive, 
meaningful experience. 

1) Encourage staff to speak directly to the client when talking about him/her. This should > 
Include looking the client In the eye and using his/her name as they speak. 

2) Have the client present only when his/her presence Is Important. Avoid having the cllent^lt 
through Irrelevant discussions or for longer than his or her attention span allows. 

3) Discuss material which would be embarrassing or upsetting to the client before he/she 
Joins the group. Sometimes it Is better for the client to be present during these presenta- 
tions, so a judgment will have to be made for. each case. 

I^NBtart with a discussion of what the cile.nt has accomplished and what he/she does well, 
this initial focus on the positive will relax the client and show that you are working with 
him/her. 

5) When InttrvieWIng the cliant, start wl^h what he/she iikas about their program. This is 
Utually Mty for tht clients to answer and gives t^em a chance to establish a positive 
relationship with tha group. 
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c) As a general rule try to Involve the client more th«n you think he/she is capable This Is for two 
k f reasons. 

1) Staff ofttn hav« • t«nd«ncy to undtrtatlmat* how much a client can participate In 
planning their programs. Therefore, you may be surprised at how much the client 
understands and how much he/sh* can contribute. 

2) By stretching the client to becortie Involved, ho/^ho will gradually learn these skills and will 
beccAne more and more capable of meaningful involvement. 

M 

Vm Clhnt fljpMlta 

Listen rehabilitation workers. Treat me as a person not as a diagnostic label, a typical client, or 
as an object of service contract between your facility and another community agency. As a person i fit no 
preconceived mold. I come to you with my «nlq«e (ears and hopes, uncertainties and convictions, 
weaknesses and strengths. 

I also come with unrealized potentials, potentials with fewer fixed limits than I am aware of or 
that you should set for me until together we can more fufly explore what I may become. 

As a person. I ask that you talk with me, not af me or atoquf me. and certainly not down to me. 
Look meJn the eye and showthat you know that I exist as a feeling, responding, and responsible person. 

As a person. I may have some very important things to say about who I am and what I want to be. 
So listen to my thoughts though they may be at times poorly formed and falteringly expreiMsd. 

Indeed, I am a person In the making. Assist my rebirth or my growth by showing nte your 
acceptance, regard. Interest, and respect as a fellow human being. You know, you and I are much mors 
alike than we are different. 

When you talk of my rehabilitation plan. It cannot be my plan if shared only with the helping 
professionals or staff around me. Neither can it be my^ton4l44jave no say as to Its goals and the means for 
achieving them. AlthougKI may not be as wise and Knowledgeable as you about rehabilitation methods 
and resoirces, labor market requirements, and the like; I may know sonle things you don't know and 
should know. 

\ know some things that I want, that turn.me on. I know how \ feel about some of the procedures 
and experiences that you (>lan so objectively and professionally for me. For you see you are talking kbout 
my life. ' 

My lack of objectivity and what may appear to you at times as irrational responses arise from my 
experience of this world as / aee it and as / ml it. I'm sure that I must often frustrate y&u because I don't 
always know or accept what Is "good for me." i^ut be patient. 

If the plan we work out together brings me rewards and some degree of fulfillment, I will learn In 
time what is good for me. If I am allowed decisions which do not result in personal rewards and 
satisfactions, that too may be good for me. Why 7 1 may be more willing to reconsider or to explore other 
options and plans rejected by me before, plans you perhapw wish I had accepted In the first place. Yet, If I 
had followed them without acceptance, could they have succeeded? 

Now, during my rehabilitation program if I am to learn from my successes and failures, I must 
know specifically how I Miceeded or failed when I did so. Do not keep me in the dark on how I am doing. 
When you give me feedbaok on my hits and my misses, i can travel more directly toward my rehabilitation 
targets. When you tell me about my misses though, don't just tell me what I did wrong. Tell or show me 
how I can do it right next tims. And let me know my progress toward rshabllltatlon goals for the 
rehabilitation path often seems difficult and sometimes endless. 

Rehabilitation workers, are my requests really so demanding or unrealistic? I only ask What I'm 
sure thai you would a*k if our positions were reversed. So treat me as ypu would wantto be treated If you 
wore the label "client." In doing so, "personhood" may replace "clienthood." Is not tl^at what 
rahabilitatlon is all about? 

CLIENT INVOLVEMENT 
rtaai an atf*tas flivsn toy Iveratt H. larton, U.D., al ths fisgkm X Rsl^ 

Or» ImIm Io i ptfMO who lMipiyi|o to hovo Muooulor Dyob^ophy* 
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INVOLVING PARENTS AND RELATIVES 



Parents, relatives and other persons close to the client are very nUnportant resources for client 
development. It Is extremely Important to involve parents In the planning process as early as possible. 
They are much mor» likely to be supportive It they have been consulted during the development of the 
plan. Th«y alto can contribute valuable information for developing the plan as well as giving feedback on 
progfM* In implamenting the plan. 

On th« following pages are some suggested strategies for dealing with specific problems that 
may arise in this area. 

PARENTS REFUSE TO BECOME INVOLVED IN CLIENTS PROGRAMMING 




PAMNT 
TONI(}MT(:«0 



PROBLEM: "We have parents who won't come to meetings or even discuss their child's pro- 
gram with us. What can we do?" 

SUGGESTIONS: IV Put yourself in the parents' shoes. Ask yourself "why should I become in- 
volved in this program?" Talk with4)arents and ask them what would mdk? . 
them want to become involved in- IWPP planning. ^ ^ : 

2) Effective parent involvement requires aggressive efforts on your part. 'Go 
after them! Work at it! It is going to take work and you cannot expect 
parents, who have had very little to do with agencies or been very little* 
involved with their children's programs in the past, to suddenly change. 

^iiPersist, since the payoffs are, considerable for your efforts! 

3) Try to enlist the help. of other parents in approaching your more reluctant 
parents. Ask the more active parents to make telephone calls or to meet 
with the less active parents. 

4) If possible, make your initial contact in^the parents' homes as they may 
feel more comfortable in their own environment. 

5) If the reluctant parents are from a particular ethnic group, then try to 
have people from their ethnic group be the ones who approach them. Fre- 
quently, parents from minority ethnic groups feel unwelcome and uncertain 
in ''majority group" programs. Do your best to ease the transition for them 
by having people from their same backgrounds participate with them. 

Start with very simple tasks where the parents can participate actively. 
Qive them a good deal of positive attention and supportr for their contri-^ 
bution. You are trying to develop a whole new pattern of behavior and it' 
will necessarily be slow, so be patient. 

33 . 
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/) (Wvo lots ot support and ro(~o()n i t i (Ml to p.u-onts \av ('V(Mi ,\ mii.H 1 input 
(Ml thoir part, llns will h»«lp t hrm to s(m> (li.il. you w.uil (.o holp I.Immii. IliWf 
a prci.Liyiuui. pcri.un t rtuii Uicir own c I'lunun) 1 .isl' t hoin to inuIk ii>,itr I or 
example, you can apprqach their religious leader or perhaps another niember 
of their family and ask them to support your efforts in appfoachinq parents. 

a) Ho prociso al)out what you want, parents to do. It is ospec.iall.y iMH)ortaiit in 
tho ficqinni nq th;it you '-.poll out in vory cto.ir tonus what th(>ir role is to 
he, so that th(^y do riot fo(0 uiiKMi.iin al)out thcMr contribution and so that 
you can give them plenty of positive support for what they've accomplished. 

9) Be. creative: post cards from their child, send completed projects home, 
invitations to just observe, audio tapes, etc. 



PARENTS HOLDING CLIENT BACK 





PROBLEM: 
SUGGESTIONS; 



"Parents are often more resistant to new goals than are clients. They frequently 
hold the client back. What can we do?" 

1) Frequently parents must learn what their child can do and learn to have con- 
fidence in their child's ability to do things on his own. Therefore, 
beginning goals may be very small, actually less than the client is capable 
of doing, in order to demonstrate to the parents what the client can do. 

2) Parents should be involved in plans from the beginning. They should partic- 
ipate in developing the strength/need list and they should participate in 
selecting the goals. If you develop pilans independent of the parents, it 
should be no surprise when they balk because of not being included. 

3) When you develop your plans, give the parents something meaningful to do in 
thfe plan. Help them to make a contribution. In this way they can be di- 
rectly involved in the I WPP process. 

4) Use films artd other materials to show parents the kinds of things that 
clients, like their child, can learn to do. 

5) Give the parents feedback on how their contribution to the IWPP plan con- 
tributed to its success. Very frequently we neglect to give feedback to 
parents and, not surprisingly, they become uninterested and discouraged. 
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4 Maximizing Staff Cooperation 

1 ■ ■ — 

D«v«loplno Cooperation B«tw««n Production 
And Rehabilitation Peraonnal 



Lack of cooperation between production and rehabilitation staff is a common problem In 
vocational rehabilitation facilities. The basic reason for this problem is not the people involved, but 
rather the fact that the agency has multiple atid often conflicting goals. For example, a vocational 
rehabilitation facility must be committed to efficient production in order to provide realistic training for 
clients, to provide wages for clients, and to provide Income for the agency. The same facility must also be 
committed to individualized rehabilitation programming in order to help the client deal emotionally with 
his/her limitations and to scale demands down to his/her level of functioning. Inevitably, these two sets 
of goals conflict since production cannot be maximally efficient when there are continually adjustments 
to ihdividual client needs. Compromise, accommodation and sincere ^ort to work together is the only 
solution. Since the pressures of these conflicting goals Is ever present, It takes continuous effort to 
counteract them and the responsibility must be with the director since only he or she has the power to 
direct both groups. If the groups are not working together, the director should be held eccoulitable. 

Assuming strong administrative support, there are a number of things which can be done, some 
of which may be applicable In your setting. 

Hiring 

It Is often helpful to hire staff who have experience In both aspects of vocational rehabilitation. 
Hiring production staff who have both training In rehabilitation as well as experience In Industry is often 
effective. Similarly, rehabilitation staff may be sought who [have production experience. 

Hiring "quality" personnel (which includes an openl cooperative manner In working with others 
as well as a high degree of professional or job expertise) is probably the most Important thing an agency 
can do to provide quality service. Paying higher wages for iquality people increases Ijoth the earning 
potential and the rehabilitation potential of a facility. Therefore paying more money for good people will. 
In the long run, pay for Itself In increased earnings and service fees. In addition, cooperation between 
production and rehabilitation staff will be easier to achieve with staff who are confident of their own 
abilities and who have effective Interpersonal skills. 

Firing 

The power to fire is the ultimate management tool to Insure an effective program and it must be 
used with great discretion. Nonetheless, cooperation between production and rehabilitation staff is so 
critical for client growth that firing staff may be an appropriate tool under some circumstances. Staff 
should understand that this issue is of sufficient importance that firing of staff will be considered. If 
necessary, to'lnsure cooperation between the two groups. 

Job Dm er lpthn 

One of the best ways to clarify expectations Is through job descriptions. It should be explicitly 
stated how each group Is to work together (I.e. participate In joint staffings. carry out assignments from 
staffings, etc.) 

One way to Increase understanding and commitment to job descriptions Is through yearly 
negotiations between supervisors and supervisees. Both the supervlsorand supervisee should indepen- 
dently write what is expected of the supervisee. They should also rank these duties in order of 
importance. After they have completed their lists, they meet arid negotiate the final job description. (It is 
important to nib ihcTiide in these negotiations the supervisor's respontibilltlea In providing support and 
resources to the supenvisee). 

The negotlitM job descriptions should Include specific duties which will help production and 
r9hlK)i)ltation staff to understand the perspective of the other. Following are examples: 

' 1) Production staff do periodic ratings of clients in terms of their rehabilitation goals. 

2) Rehabilitation staff must spend a certain % of each day in the production area. 

3) Production staff rtiust tttend rehabilitation staffings of thf ir clients. 

4) f^ehabllltetion Staff rputt master all job tasks required of their clients. 
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Tlittftt ar« many ways in which agoncy pioc^duroa and loutlnus can bo structurod to muxImUo 
Joint •ffortt tMtwMn production and rshabllitatlon staff. Following ar« tome examplM. 

1) No client plan can bagin without signature of the client's work supervisor, his counselor and 
the client him or herself 

2) At each staffing, there Is time allotted to both rehabilitation and production staff to present 
their observations and recommendations. 

3) If possible, production and rehabilitation staff eat in the same sections of the cafeteria and 
have lunch hours scheduled at overlapping times. 

4) All client plans in the production area could be developed by production staff with rehabilita- 
tion staff being available to offer suggestions or help as requested. 

It Is Important to reward cooperation betv^n these two groups. This can be done in a number of 
ways. Following are some examples: 

1) Merit bonuses should be possible for all staff and cooperation with other staff should be an 
Important element In these awards. 

2) Awards for superior performance can be given to teams consisting of both rehabilitation and 
production staff and not to single Individuals. 

3) Newspaper publicity can emphasize the role of production personnel In rehabilitation of 

clients. 

4) Promotion possibilities should be open to all stiff. This Is partlculariy Important for produc- 
tion staff who frequently feel that their options are limited. It should be dear that outstanding 
performance, which Includes cooperation with other staff, can lead to promotion. In the case 
of production staff who lack credentials for rehabilitation jobs, the agency should consider 
supporting them In any efforts they make to obtain more education. 

Day to day attention from supervisory staff Is an Important type of reward for supporting 
cooperative efforts among staff. Supervisors should consciously notice and commend staff for coopera- 
tive efforts on a regular basis. 

Timlning 

Too often attendance at outside conferences Is allowed only for rehabilitation staff. Both groups 
should share equally In theae opportunities for stimulation. The following variation Is also suggested: 

1) Production staff be given administrative leave to attend rehabilitation conferences. 

2) Rehabilitation staff be given administrative leave to attend conferences dealing with produc- 
tion problems. 

Compumtkm 

All too often, production personnel are paid significantly lower than are rehabilitation person- 
nel. This Inequality can cause resentment on the part of production staff. By paying production staff 
higher wages, more skilled staff can be recruited who can both earn more for the facility and who can 
relate to rehabilitation staff more as equals. 

SuparWWoft 

In order to effectively monitor how production and rehabllltaljpn staff work together. It Is 
eaaentlal that supervisors become involved with individual cases. By siimpllng the case load, a 
supervisor can tJecome familiar with what Is happening In Individual cases and therefore accurately 
determine how the two groups work together. In some facilities, supervisors are expected to carry a 
caae-load In order to maintain first hand contact with what Is happening to clients. Involvement with 
individual cases also allows the supervisor to model how case management Is done cooperatively and 
allows him or her to give attention and support to joint efforts between rehabilitation and production 
staff. Dally attention to positive accomplishments with clients can have a profound effect on staff 
behavior; much greater than occasional reprimands when things aren't right. 



STAFF RESISTANCE TO NEW PROGRAMS 




PROBLEM: 



"Our front-Hne staff have seen many programs come and go and so many of them 
resist any new program." % . ' 



SUGGESTIONS: 1) 



Let staff know that It Is natural and healthy to suspect new programs. They 
should see what the IWPP can do before they accept It. Therefore, they 
should give It a try (by going through the workshops) In order to judge It. 

2) The best motivation for front-line staff to do IWPP's Is positive recognition 
from supervisors and pride In seeing clients change because of their -efforts. 
Therefore, stress these (advantages when working with front-l^ne staff. 

3) It Is Important that supervisors use IWPP's to encourage and support front- 
line staff. As front-line staff experience positive recognition for their 
work, you will see a growing commitment to IWPP's. 

4) When working with resistant staff be sure that your goals for them are rea- 
sonable and, at the same time, be firm in expecting them to do their work. 
You may want to start with very small goals at first and then gradually, 
increase what is expected. 

5) Focus, initially, on Influential staff members. If they are sold, they can 
influence others. Influential people are the Informal leaders among staff 
and can be located in all types of positions in the organization. 

6) Review job descriptions of your staff to determine whether preparing IWPP's 
is within their responsibilities. If not, investigate altering the job 
descriptions. 
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STAFF RESISTANCE TO WRITING 




PROBLEM: "Many front-line staff feel uncomfortable about writing. How can we get the 
IWPP's written and still maintain front-line staff participation?" 

SUGGESTIONS: 1) Designate a secretary, volunteer or another staff person to write. the IWPP. 

Many people find it helpful to use a blackboard and to write the IWPP out 
in front of the group. Then front-line staff can copy from the blackboard. 
A tape recorder may also be used if the plans are written after the meeting. 
It should be understood that the front-line staff are primary in developing 
the IWPP and that these devices are only for recording information. 

2) Certain plans will be re^»eated frequently for a group of clients. For ex- 
ample: Toileting, self medications, crossing streets, etc. These plans can 
be reproduced or kept in a central "reference file." They can then be 
changed to fit each client's special situation. It is important that the 
individualized spirit of the IWPP be maintained and that these plans be ad- 
justed to fit the client rather than visa versa. 

3) Short-hand terminology whi«H is understood by all staff can be used. Terms 
such as "-shaping," or "graduated guidance" have precise meanings, but cover 
a good deal of activity.' Such terms can be used in the method section pro- 

" vided all persons who, use the plans understand the terms in the same way 
and would know what they have to dt) with that client. 

4) Some plans may be copied or reproduced from standardized training programs 
which are available for many client need areas (e.g. behavior modification 
programs, standardized dischargi planning programs, standardized work skill 
development programs, etc.). These programs often include steps with be- 
havioral objectives and staff responsibilities spelled out. They can be 
used as IWPP's provided the client is maximally involved, target or review 
dates are set, particular staff are listed as accountable and that full use 
is made of the client's strengths (the strength list is especially helfJTul 
1n Identifying meaningful .reinforcers. ) 



ERIC 



80 



38 




PROBLEM: 
SUGGESTIONS: 



I 



"Our staff are so busy now that we can't possibly ask theni to write IWPP's for 
all of our clients too." 

1) -You will never have enough staff time to do everything you want to do with 

clients. Ask yourself, how Important Is It to have Individualized client 
plans which use the client's strengths and spell out who Is accountable for 
what? If these things are Important, you can make time to at least begin 
IWPP's. 

2) Implementation of IWPP's should be gradual. Where work loads are very 
heavy, IWPP's will have to be Implemented slowly. It Is Important to set 
reasonable goals for ourselves just as we do with our clients. 

3) It Is more work to set up a new program than to maintain It. Therefore, 
IWPP's will be more work at first as people learn the new routines. After 
It Is running smoothly, the extra work will drop off. 

4) At flt^st IWRP's may seem to be more work than just responding to crises. 
But It also helps to prevent crises and. In the long run, can save a great 
deal of time and trouble. 

5) As much as possible, give clients the responsibility of showing staff w^ 
they have completed a planned activity. It takes less time for staff to 
respond to clients than to seek them out. 

6) If several clients are working together on the same goal, it may be possi- 
ble to work with clients in groups.. However, be careful to maintain t;he 
Individualized quality of the IWPP's and to adjust the program to fit in- 
dividuals rather than making individuals fit into a standardized group 
program. 

7) Clients or their families are often able and willing to write out the plans. 
If yog write out the first step, they can often complete the writing of the 
plan. 

8) Trained, community volunteers can often be of help in writing plans as well 
as In carrying them out. * 

9) If standardized or reproduced plans are used, this can greatly reduce the 
amount of staff time required to develop and write out plans. The staff 
can use the standard plans as starting points to develop plans that fit . 
each client's luniquf situation. 
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PHILOSOPHICAL OR THEORETICAL DISAGREEMENTS 

WITH IWPP PLANNING 



X 



^'MY THEORETICAL PERSPECTIVE LCApS ME TO THIN K .^. . 






PROBLEM: 



SUGGESTIONS 



"There are some people at our facility who. are committed to a particular theo- 
retical approach and they are continually raising philosophical or theoretical 
objections to IWPP planning. How should I deal with them?" 

1) Avoid abstract, theoretical discussions since they can become tests of who 
is the cleverest debater instead of what helps the client. Instead, ask 
these people to try IWPP planning before they judg«^ it. 

2) Always bring the discussion back to the particular needs of a particular 
client. Does he need a job^or certain skills or a particular activity? If 
you can agree on specific things that he needs, then IWPP plans are aft 
obvious way to help him meet those needs.' 

3) Explain that IWPP planning has been used with all theoretical persuasions. 
Any approach can be put in the method section provided clear language is 
used. It is simply a way to be clear and specific about what we are doing 
with clients. 

4) The strength list is a way to focus bn the positive aspects of the client. 
All theoretical persuasions can see merit in this, so it is good to focus 

on the use of the strength list when explaining the program to these people. 



r 
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STAFF RESISTANCE TO MEANINGFULLY INVOLVING 
CLIENTS IN l\|rPP PLANNING 





PROBLEM: 



SUGGESTIONS: 



4' 



"Soirte of ou»*^ staff believe that clients should not be involved in developing 
their plans. 'After a31, they are handicapped and It's our job to help them.' 
How should • I deal with thU?" 

1) Clients have the legal and moral right to be involved. in developina tfieir 

* plans'Vind this cannat be compromised. However, we should also realize "that 
' /for many staff this is a new i<iea and much of . t^ei resistance comes be- 
cause they do, not know how to- do it and have not experienced it. Therefove, 

' *e wil.l have to work withr- these staff to help them learn how to effectiv^Ty. 
, involve clients. Progress may gradual since this is a new experience- 
and we, should not expect too mUai'too quickly. - o - . ' ' 

2) ' T^e best, way to teach involving cliertts is l?y "modeting" for th*e staff how 
* to do tfiis^and also through supportfve guidance and supeVvisic^. . 

v3> Certain staff often feel comfortable with certain clients. In this case ^ 
haVe staff choose. those clients for their first goal planning. This will, 
, ' make if easier for them to practice how to involve thfe. cl ient in goal 

* planning. . v - . ■ " . 

.4) Emphasize the clinical advantages involving the client; he "is more '-commit- 
ted to WQPking on the plan; it he^ develop hi's self-esteem and tt also* 
is arij excellent, way for staf-^- to l^rn more, about the client and,, what is 



impoptant to hitti. 
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PLANNING WITH STANDARDIZED PROGRAMS 

4 



'101 LtT 'Dk.' SSINOI 
PROGRAM 



MAKiMG 




"Can standardized or 'canned' programs be used with IWPP planning?"- 

Yes with catJt5i<jn! Many facilities use the same plans with several clients and 
some have even compiled sets of" frequently used plans. There are also sets of 
standardized plans which have been printed for wide distribution. Any of these 
can be used as plans provided that the basic elements'of the IWPP are retained 
involving J:he client, us.iog his- strenqths , spelling out steps with behavioral 
objectives, staff responsibilities and target dates. The following procedures 
are recommended i^n using standardised programs to insure that IWPP principles 



a+'e 
1) 



f ol 1 owed , 



TIte first stepjn programming should be to deveiop a comprehensive (11 9t of 
the 'Client's strengths ancji needy In compiling these lists, \he follbwing 
^ sources should be used: the^ client (if possible), his (or her) family, 

staff >ho HpVk directly with the' client, test results, rating scales and 
' ^records of "past performance. \ ' ^ 

2) Selection of plans, should depend on client needs rather "than on the avail- 
. ability of a particular standardized program. ' 

3) • The client should 'be ma)(i'mally involved by participating as much as pos- 

sible in choosing and individual izing.'the plans, by building choice into 
the plans (i.e. choosing rewards or enoosing tools to use, etc-.J by in- 
cluding his likeis and wants in the plan and by always explaining the plan 
to him. 



4) 



5) 



6) 



Where. staridarjdi^yd' pi i^oVare used, they should.be -(lareful 
adjusted to fit the individual needs of the client^rathfer 
This, may require changing or acWing , steps or changing 1;he 



i^Nre\ 
e rtietm 



r eviewed and 
^ce ve rsa. 



TF 

the pl^n. ^ . ■ ^ 

Maximum use should be mafe of the client's skills, his likes and outs-ide 
resources whixh can heTp ! It is often helpTul tto review the client's 
strength list and to use as many strength's as possible in the plan. 

The plans should include sequ'eoces of behavi;&ral objectives, with" clear 
sUtemetlts of staff responsibilities and target dates (or, in the case 
ffghly organ 1 zed programs , -frequent review dat^s ) . " 
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SJ/^f GROUPS WON T WORK TOGETHER 




PROBLEM: 



SUGGESTIONS: 



"Different staff groups or disciplines won't cooperate in IWPP planning. Each 
orfe wants to-protect its domain and won't cooperate with the other groups." 

1") Cooperation among staff is essential for effective IWPP planning. One of 
the best, ways* to increase cooperation is to focus on the client and his 
needs 'rather than. on discipline "boundries" or group prerogatives. Always 
ask staff to justify their proposals in terms, of how it will help a partic- 
ular client »!^ther than on their "authority" or "professional status," etc. 

2) ' When' staff me?t to develop IWPP plans, have the*leader of the meeting be 
^ someone who has the respect of o.ther staff groups and who has a good com-- 

mand of IWPP planning.' . : ' , 

3) Some facilities have rotatbd responsibility for leading IWPP planning^ 
meetings. This way no one group is favored.. over another. 

4) For" a discussion of developing cooperation between productions and rehal^l 
itation personnel, see pages 35 and 36 of t/i'Js manual.. 
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COORDINATING DIFFERENT STAFF MEMBERS 




PROBLEM: 



"It is often dtflicult to 
ciallywhen there are^ other shifts or dis 
in different locations." 



communicate with all staff involved in IWPP's espe- 
cial ines involved and if people are 



SUGGESTIONS: 1) Have the client carry fit copy of the plan to show to other staff who will be 

involved. These staff* should have been oriented ahead of time to the pos- 
sibility of clients doing this. They should also understand that they can 
.ma^ke suggestions to change' the plans. This will avoid any feelings that 
plans are being forced on them withoUt tljeir participation. - 

2) IWPP's can be kept'at a place where^|ll staff who work with a client Jiave 
' > access to, them and can record their comments • or -additions. 

3) Copies of the plans could b^ '^mailed" to other disciplines or locations 
that work with 'the oiient. -Mailing is rarely enough by itself. It ls best 



t6.fo.lloW up with phone palls and personal visits with staff who wi«ll be 
involved.'- . ' 



4) 



In the method section of the plan designate, someone as responsible for com- 
itiunicatJtfng the plan^to other, involved, parties... 

5) SBt as.tde spme spac.ific time for meeting with all staff. niQrnbers involved' 
, with certain clients to review their goal plang^. 



EVALUAJi^G PROGRAMS BY COUNTING NUMBER OF GOALS 

ACCOMPLISHED, ETC. 




ILliiJl 




PROBLEM: 



SUGGESTIONS: 



"Why not add up the number of training sessions or the number of goals accom- 
plished as a way of checking on whether staff are working hard enough?" 

1) This sort of counting should be done very, cautiously, if at all, since it 
can undermine the foundation of the IWPP process: the commitment of front- 
line staff to their cl*i,ents. The danger is that, when staff are judged by 
numbers, they feel under pressure to produce numbers rather than meaningful 
client change. There are, many devicjjes^ avail able to .staff to meet this 
pressure for numbers: wor.lfin9,,oi' sk;i ft s which the client already haS, ' 
setting very easy goals, perfuh(^ori>ly going through some of the require- 
ments of a step without the personal linvolvemenf that may bQ necessary to 
make it effective, and many others so that it-is- impossible for adminis- 
trators' to seaj up all the holes. 

2) Aggregate >.data is very susceptible to misinterpretation "by administrators- 
not "intimately familiar with a unit. For example, the "numerical produc- 
tivity"- df one uni^t may be inappropriately g:ompared with that of a different 
unit: or staff may be inappropiriately judged as "better" or "worse" de- 
pending on their numerical output." Such misinterpretation is not 
inaviUbl-e, but it is always possible and continuous- vtgi lance- is required 

' to avoi^d it..' *The danger is greatest in -large organizations where adminis- 
trators are not Intimately, involved with- their frant7line staff. ^ , 

3) Numerical data tempt staff to talk about progra*ms and clients inJttenjis of 
numbers which can only move us away from normalization and h^snwTnzation of 

.^humarl service programs. ... . "* 

4) An alternative approach to evaluation which avoijds the problems of aggre- 
gate numeVical data is discussed in the section oh self-suHeys. These -• 

' ' surveys involve random^ s,ampling' of individual client plans with in-dppth . 

» interviews with' clientV aind staff. "The emphasis in this review is on 
* clear expectations for staff, a focus on the client and his needs, looking 
for behavioral evidence of client ^rogre^s, and* on positive, sgpportive 
attention to what sjtaff have accomplished. At the end of- the review, 
reefeonable goals are set to be achieved by th^ next review, these proce- 

- dures provide'' Vigorous accountability in terms of wh'at is happening' to „ 
clients and* g^^ve personal recognition, to' „t^ip accomplishments of front- 
line staff, 
of these^ 



iff.^, Administrators and outside evaiuators would receive copies 
KiH-dei»th**ev1ews of individual cases. ' ^ 
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5 Coordinating With The Client's 
Referral/Sponsoring Agency 



Coordination With The Client's R^jferral/Sponsorlng Agency 

The case manager oTthe referral/sponsoring agency will probably have a responsibility to 
monitpr the client's progress In your program and insure that the client is moving tbward his/her overall 
goals. The realities are that many case managers, particularly at referral agencies, have extremely high 
case loads and may not be able to provide continuous- monitoring. 

It is recbmmended that service agencies take the initiative in n^aintaining contact with the 
referral/sponsorihg agency and provide information to that agency on the client s progress. In chapter I. 
it was suggested that the first step in developing the Irijlividualized Written Program Plan is to meet with 
the referring agency case manager. This person should also be invited to participate in the client's 
reviews and. that if he or she cannot attend, a short statement of the client's progress on Kis progl^am 
goals and any new objectives established for the client be provided to the case manager. 



CoordlMtlon with ottw AqikIm $f¥tng ttmjCtlttt 

• ' * ' > 

The client's program manager should be aware of all other agencies working with the client and 
view them as potential support systems for Individualized Written Program Plans. It's particularly 
important to be sure that all agencies working with the client agree on the client's overall or long term 
goals. Further, different agencies can review each others' objectives and methods to insure that each 
reinforce the other's program. ^ ' 

Following are some recommendations for maximizing positive coordination between agencies: 

^ \. Pfontim your cont9Ct9 

Seek out the Individual most responsible for wor|ting with the client in the other agency. Develop a 
relationship that allows you to pick up a phone and call each other. Call when things are going well, 
not just when there'ra crisis. , , . 

W Inwn^ otfm 9gi»ey(9) to I.W,P.P. m—Hng. ^ 

They may rftA be able to attend, but will appreciate knowing that the client's program is being 
reviewed. Th« gives them the opportunity ti make input If they w<sh. 

\\\. lhvolvoothff j^9onclo»99rty In tho planning procma. 

When you are pi^paring for a 'l.W.P.P. meetipg, pai:ticularly the initial meeting, icontact the other 
agencies working vi^ith the clleht and Includ^heir observations in the client's original assessment. 



6 Strategies For Dealing With Problem Behaviors 

STRATEGIES FOR APPROACHING PPOBLEM BEHAVIORS 



1. SEE THINGS FROM THE CLIENTS POINT OF VIEW 

a) Loam as niucti as you can about tlu? clu)nt s btickyrouiui to lu?lp to undoistaiui wliy Uo acts as Uc 
does f 

' - b) Ask'ihe client "Why do you act that way?" and "How can.we help you stop? It is surprising how often 
we forget the simple step of asking the client directly about his behavior Frequently the client will 
give us reasonable and helpful answers. 

c) Put yourself in the client s shoos arrrl think to yourself "What could I do or what could others do to 
to help me control this behavior^ " 

d) Observe the client carefully and keep records. This is esp^jGi^iy^knportant with non speaking clients 
It also helps to insure that we are not distorting what is happening. 

5?, GIVE PRIMARY ATTENTION TO DEVELOPING TRUST BETWEEN YOURSELF AND THfe CLIENT 

a) Use people, in the plan, whom the client likes and trusts 

t>) In order to develop trust, your first goal may side-step the problem behaviors and just work on some- 
thing important to the cJient 

♦f 

. c) If the client is new to a program, you may want \o wait before starting IWPP planning in order to al- 
low enough timelo develop trust between staff and him/her.. -^^ - 

3. STOP PflOBUEM BEHAVIORS BEFORE THEY HAPPEN 

_ f. ' 

a) Jeach the client alternate ways of dealing with problems. Use these strategies before things get out 
hand; while the*client and others can control their feeling^^nd behaviors. 

b) Mncrease positive, competing behaviors. Ask "What does the client do when UJfe not a problem?'" and 

increase those behavtprs^ , J 

c> Pay attention to the client^ positive behaviors. Catch the client doing something right and rewa^ 
him for itt ' ' ^ ^ - y 

4. USE SMALL GOALS WITH SMALL STEPS - 

I 

a) At first the goals may have to be extremely small to insure success and to show the client that \A/e can 
work with him. ' 

b) Review strategies you have used in the past and ask if they would have'^been successful if tf^ gpals 
or steps had been smaller. 



5. BE SURE EVERYONE IS CONSISTENT IN WORKING WITH»THE CLIENT . ' 

a) Developina new. positive^ behaviors requires consistent support Jrom everyone in tjj[e client's world. 1^ 



r I 'ft % . * 

,e. DON'T pIVE UP ' * ^ 



. a) Chajige iSspftetf alow gljirst^ especially ^jmibng^mflj^ng behaviors 

ERIC , ' ..^ - . * V " '^^ -Miil 



CLIENT BOTHERS OTHER CLIENTS AND WONT LET THEM DO THEIR TASKS 




PROBLEM: "We have several clients who are continually bothering other clients and inter- 
fering with their work. What can we do?" 

SUGGESTIONS: 1) Give these clients assignmenjis which are independent of other clients. This 

may mean that they have to work alone or only with certain clients whom they 
do not bother. 

2) If it appears that the client is doing this in order to gain attention and 
recognition from. others, consider giving him some responsibility. In this 
way, he can feel he is getting attention and at the same time, can be con- 
tributing to the work rather than hindering it. ^ 

3) It is often helpful to keep these clients very active since they frequently 
bottler other clients only, when there is nothing*else to do. By having more 
active programs, they will become much less 6f a problem to the group. 

4) Encourage other clients to ignore him when he is interrupting their^work: 



OTHER CLIENTS PROVOKE CLIENI INIO PROBLEM BEHAVIORS 




"Other clients will tease or agitate this client into being upset or engaging in 
disruptive behaviors. It really isn't his fault since the others are goading 
him into it. What can we do?" 

1) , Minimize the time whicti this client spends with the other disruptive clients-. 

You can structure more individual activity for him and, when he is with the 
other clients, you can structure their activities so that they are busy at 
construQtive tasks. . 

2) Give him social recognition and support for wha.t hei?' doing well. This will 
help offset the social pressures from othef clients\^ As he becomes more 
sure of his qwn worth, he will be less susceptible to influence from others. 

3) Is there anything positive which this client could do with the other disrup- 
tive clients? Can we structure activities so that, as a group, they are 
rewarded for, their positive behaviors rather than for their disruptive 
behaviors. ' 

4) , Have, in reserve, some activi tie?"wlTich will distract the client and the 

others, who may be" involved in disruptive behavior. Examples would be a 
quick snack, music, a group game, an announcement, etc. You can u^e these 
distracting activities early, before things get out of hand. 

5) If the client does not want to be bothered by the disruptive clients, help 
him develop some strategies to use when, they start to' bother him. For ex- 
ample, he could ask a particular staff person for help, oc he could practice 
things he can say to the disruptive clients. You should have the client 
practice these new behaviors so that^e is. comfortable and capable of carry- 

. ing th^m out. Then give him homework assignments wbere he can gradually 
« learn to use them in real life sijtu*t-ions. 



GUbNT tNiTIATkS PtGHIS 




PROBLEM: 
SUGGESTIONS: 



"We have clients who will seek out fights with other clients. What can we do?" 

1) Find but if the client wants to control the fighting himself. Frequently 
clients 'do not want to fight, but find themselves drawn into it without 
knowing what else to do. In this case, you can help the client by giving 
him some alternative strategies for how to deal with the problem situation 
(e.g., name calling). Help the client to control his |emp^r early in the 
sequence before it gets out of hand. J ^ 

2) Find out when the fighting occurs. Keep objective recojhds for a period of 
time so that you are sure of what is happening. Be careful not to just rely 
on your memory since, particularly in situations such as these, memories 
distort easily. When you know when the fights occur, th^n you can 
distracting or alternative activities at those times: 

3) It is important to have complete cooperation from 2i,ll members 
other clients and the client's family. Everyone shj).uld respond consistently 
and in the same way to the fighting behavior. 

4) Reward the client for avoiding fighting. This may be paired with negat?ive 
consequences for fighting. Develop some meaningful rewards for avoidiii'g 
fights in those situations which previously have set off fighting behaMor. 

5) Develop activities which will give him p^itive attention for positive be- 
havior, especially In those circumstances where he has been fighting in the 
past. IfHthfe client tends to bully weaker or younger people, then it may be 
possible to give him a position of responsibility over the younger or 
smaller clients. If he feels that he can be important, in a positive «ay. 
this often helps to displace the fighting behavior. Be sure to provide 
close supervision, at first with roles clearly spelled out to insure that he 
does not abuse his authority. 



S.^ucture 
the staffs 
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CLIENT HbSISIANCb 10 THYING SOMklHING NbW 





"Many of our clients are very hesitant to try out new things. What can we do?" 

1) The client does have the right to refuse to participate in a program. How- 
ever, he cannot make a meaningful decision unless he knows what the program 
involves. Therefore, we should encourage him to try a program before judg- 
ing it. We may have to be quite directive (e.g., urging him to go, or going 

, along wit[) him) to ^et him to experience the program. Once he has experi- 
enced the program, he should be free to make his own decisions. 

2) It is often helpful to introduce new programs to several clients-at a time. 
Then each client does not feel that he is being singled out and he may be 
mot:e comfortable in a group than trying something alone. 

3) It may be helpful to introduce new activities gradually. Start with activ- 
ities the client is already doing and gradually introduce new activities or 
variations in old activities. 

4) ] Be sure you have meaningfully involved the client in choosing the program. 

5) ; Be sure the client understands what .will be expected of hia. Often clients 

resist a program because they don't understand what they will do. . 

6) A short term contract' with the clUnt may be helpful. This contract should 
specify t-hat the client will try, the program Tor X days, and will be free to 
discontinue at the end of that time. ^ ' 





CLIENT IS EXTREMELY SENSITIVE TO CRITICISM 




PROBLEM: 



"We have a number of clients who have a great deal of difficulty handling cMt- 
icism. Even normal suggestions are interpreted as criticism and the client 
either becomes very angry or else breaks out in tears. What can we do?" 



SUGGESTIONS! 1) One of the best techniques that we have found has been to precede suggestions 

with praise. That is, always begin what you say to the client with some, 
praise about something which he or she has done. Then you can follow this 
with suggestions about how they>might do something a little differently. 
State these suggestions positively in terms of what the client should do in- 
stead of what he should not do. Also, be sure that the tone of your voice 
. is positive and supportive. 

2) Another helpful device has been to organize a project where the client is 
sure to get ^ great deal of praise and positive attention. For example, if 
the client bought some new clothes or was giyen some public responsibility- 
such as helping one of the staff persons, this would provide opportunity for 
staff and others to give the Client a great deal of praise and positive 
attention. Our experience has been that when clients aje getting positive 
recognition, they can tolerate suggestions and even cnticism much better. 

3) When you make a suggestion to the client who is very sensitive, try to in- 
clude some choice on his part so that he feels that he is pan of the 
planning. For example, if you want to suggest that the client put more 
energy into sweeping, you could also ask him whether he preferred to use a 
push broom or a sweep broom. By simply adding an element of choice, the 
client feels consulted and it is easier for him to deal with your suggestion 
or criticism. , c 

< I 

Ask the client for suggestions for ways that will help him -handle the critv ^ 
'icism. . He may give you some good strategies, such as "Don't criticize me - 
in front of my- 'girlfriend. " Or "Just give your criticism once and don't 
repeat it." It never ceases to amaze staff how frequently clients can make 
excellent suggestions about how to handle their own problems and we should 
always be on our guard not to ignoVe this very important resource. 

5) Ask "When does the client handle criticism well?" Try to repeat tho.se 
conditions* * • 
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CLIENT PROMISES, BUT OOESN T FOLLOW THROUGH 




V. 



PROBLEM: "This client will a^ree to anything you ask him to do when you're at the staff 
meeting; however, he usually forgets or doesn't follow through with what he has 
promised. What can we do?" ' * 

SUGGESTIONS: 1) Be sure that what you ^ave asked of the client is in fact reasonable. One 

of the most frequent reasons why clients do not follow through on what they 
promised is that the program itself is not reasonable for them. Often, in 
the beginning, it's a good idea to choose a behavior which you are certain 
he is able to perform - something you have se0n him do several times already, 
By keeping your goals small, you increase the probability of success and 
therefore of rewarding the client for h+s appropriate behavior rather than 
having to punish him for inappropriate behavior. 

2) Get clear, objectively measurable goals. Be sure that the cliept under- 
stands what he is to do. As a check, ask him to restate what he is to do. 

3) If your program doesn't work at first, don't give up since it usually Hakes 
a bit of time for the client to understand that you are"seri<^s about this. 

' 4) Spell out what will happen if he does or doesn't do what he has agreed to. 

Be sure these consequences are meaningful to the client. You may even want - 
to consider writing a formal contract with the client. Be. sure to include 
the positive as well as the .negative consequences of different behaviors -in 
the contract. * * - «^ ^ 

5) Be sure that you have complete support from all persons" who work^with- th^ ■ 
client so that everyone is canststent in dealing with him. This is very 
important, especially wijth clients who have difficulty in being consistent 
- themselves. We must provide a consistent environment if he is to learn/ 
consistency. ■ - ■ . , 

' 6) Begin with only one contract focustng on one behavior and stick 'to th'at long 
enough so" that the client has truly understood that you will follow through 
with the consequences. It is a mistake to write too complex a contract .in 
the beginning. The client will have difficulty. remembering it and it v»ilf 
bedifficult to get complete consistency with all people working with him. 
After a few simple contracts, then you can gradually increase the "number and 
scope of your program with him. . <f ' 
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LYING 




"We have some clients whonr we cannot trust what they say. What can we do?" 

H Include the client fully in your planning. He should understand exactly 
what it is that you want him to do and he should understand the seriousness 
'[ of the commitment which staff are making- to try to help him change. If 
possible, get his suggestions for strategies to deal with the problem. • It, 
is important if we are to establish open, honest communication with the 
client that he understand every p^rt 6f the plan from thfe beginning. 

2) Make sure the clieTit understands, what is meant by the words "truth" and 
"lies." " . ^ 

3) Try to arrange things so that lying does net pay off while 'tel lipg the truth 
does. This will require coimuni cation among staff and clarity and consis- 
tency in dealing with thfe^cHent, A precise, written contract signed by the 
client is often helpful with, verbal clients. Staff can be instructed to 
check up on what a client says; while the client is still present. If he has 

" told, the truth, he should receive praise. If "he ha» not,- there should be 
some-^appropriate «nsequence. the client should have, input as to what the 
"appropriate consequence" should be and he should agree to it. 

4) Ask ii there are sofhe circumstances where he can be trusted to tell the 

" truth. Ilevltw these circumstanced and "see what it is that causes the client 
to be honest And see if weNcan increase those circumstances. For example, 

' he may be very honest wjth people, who are fair with him or whoare sympa- 
thetic to him. This can give us clues in how to treat the client so as to 
Increase his honesty. ' > 

5) Since 'the short-term consequences of lying are often positive and since cli-- 
ents frequently have had this pattern for a good deal of time, we must be 
realistic aif|OUt how fast it can change. Often progress will be very slow, 
particularly at first. For this reason, it is often good to keep records 
over long periods of time So that we can- see how we are making progress even 
when there are temporary relapses. * . * 



CLIENT REPEATS THE SJXME QUESTIONS OVER AND OVER AGAIN 



/^.'..WHEN IS MY Mother 



\^MiNG ?? 




ROBLEM: 



"We have a number of clients who keep pestering staff with the same question 
such as ^When Is iT\y mother coming' or 'Will the bus be on time,' etc. This Is 
very annoying and time-consuming for staff. What can we do?" 



SUGGESTIONS: 1) Involve the client and explain to him or her that It Is very Important to 

decrease the number of these questions. He should understand and accept any 
plan that Is developed. ^ 

2) Set an Inltl'al goal of not* asking ai>y questions for a short period of time. . 
An example of such a goaT~1s "Billy will work for 10 minutes without asking 
the staff an^ questions about the bus home.^' Start with very short periods 
of time and, when the client Is successful with these goals, then gradually 
Increase the period of time when he Is not asking questions of staff. Staff , 
should be Instructed to Ignore these repeated questions during the "no ques-- 
t1 on periods." Only meaningful questions should be answered. It Is 
Important that all staff be consistent In how and when they respond to these 

, repeated questions.' * 

3) Be sure that positive attention and support Is given to the client for his 
success In controlling his own behavior. Don't expect success qulc^cly. 
Progress will be slow at first and maj^ tak^ a considerable time. 

4) Evaluate the client's present activities to be sure that they are suffl- 
cletitly meaningful and Involving for him. Frequently. If clients are more 
1nvoTve4and Interested In their activities, they are less likely to ask ? 

^ these repetitive questions. • ^"N^ 

5) .Observe the client and notje when he or she does not ask questions. This may 
ytake some careful record keeping but such data can often polat to the cir- 
cumstances that cause and dd not cause the behavior. This can be helpful In 
designing programs -to displace the problem behavior.. 



CLIENT MANIPULATES STAFF 




•^ome clients are very skillful at getting what they want out of staff by telling 
e^L staff person what he thinks they want to he^r Instead of being consistent 
and truthful with- staff . What can we doV . , 

1) Be precise by what you mean by " manipulates staff." This Is a term that 
staff tend to u5e loosely. Each staMterson concerned should Identify very 
aqjeciflcally what they mean by "manipulation", with examples. This will help 
a great deal In Improving communication among staff members and also In 
Identifying what It Is we want tolhange. 

2) Clients cannot. manipulate staff unless the- staff permit It. The best way to^ 
deal with this type of behavior Is through staff education and communication. 
It is Important that all staff be aware of this problem and als.o>» that there 
be close communication amon^ staff members about what they have told the , 
client. Circulating copies of IWPP's to all staff can help communication. 
The client should also know that staff are in constant communication with 
each other. ' . ' ' k 

3) Once we have identified exactly what- it is the client does that is inappro- 
priate and once .we have clear communication among staff dealing with the 
"client, everyone should give the client imr^ate and clear feedback when 

.he or she engages in the inappropriate behavior. ^ ^ 

*4) Be very clear Vboyt what the client, is expected to do. Be sure the tWPP 
plan is clearly written and spells out, in detail, what each person's re- 
sponsibilities are. 




SEIZURES SOCIAL LY DETERMINED 





PROBLEM: 



SUGGESTIONS 



"We *have sever*Al clients who ^re prone to epileptic seizures; however, we have 
noted that th.ey usually have these seizures when the^ want attention or want a 
way out,of soirie iifficuW social situation; What can we do?" 

1) Be sure the client h.a§ a complete physical (especially neurological) ex^mi-- 
nation, that he has a prescribed medication and tHat he is taking his 
' medication. / i , - 

.2) .Keep a careful, record of the conditions under'which Vhe client haa these 
'seizures' and th^ situatijons when he does not have seizures. It is impor- 
tant to keep records of both types of events, and not just the . seizure 
event. It is also important to have objective^ records because we can often 
distort our own memories and think that these seizures are occurring in 
§ocial- situations because they are the only ones we remember. 

3) If the client can understand you, ask for his cooperation and,, if possible, 
jointly work out a/ program to help him control his seizure*j. . If he can 
recognize when thtf seizure is coming on, help him to develop -some ^listract- 

, ing activities or ask him what he does in other circumstances which have 
helped him to avoid seizures. It'will be helpful to review your objective 
records of situations where he doe^ not have seizures for ideas for dis- 
tricting himself early in the seizure sequence. 

4) Have some special rewards for' the dl lent controlling his seizure?'. Take 
situations where he frequently ha? had seizures in the past and, if he . 
avoi,d5 a seizure tn those situations, he should receive some special reward 

. that Is impoi^tant to him. As he gains control over his seizures, shift to 
attention and praise as a reward. . ^ . 

5) , If a seizure seems to be an atteatlon-getter at social functions, then -re- 

ntove the client firom the function as sbon as the seizure suljsldes. 'This - 
will minimize getting attention for the behavior. • 

6) Set complete support from atl staff and all b'ther clients and family members 
who have contact with the. client. It is very important that everybody be 

" consistent iiiross all shifts and situations. In dealing with/this type of 
behavior. Everyone should be supporiklve and encouraginj^ the client to con- 
trol his. behavior and,. at thi'.same time* 'should, not be giving special social 
attention for the seizure behavior. ' ' j 



TEMPER TANTRUMS 




"This client will suddenly burst into a rage and upset everyone around him. He 
makes everyone; including himself , mi seral?l«. Isn't there anything we can do?' 

1) , If possible, try to' Intercept the client before his temper gets oiit of con- 

t**ol. Often the client will be willing to come to you for help when he 
senses that his feelings may .get out of control. The best time to stop a 
temper tantrum^ is before it happens by distracting the client and by getting 
him out of the 'situation which he cannot handle. <i i , 

2) Ask the clienf for h'is suggestion^ about what you could do 4o help him con- 
trot his temper. Make him an active part of the program. Most clients are 
unhappy about losing their^temper and willingly cooperate to help in develo|X 
ing the program. , 

3) Imagine yourself as the client and go through, in your mind, a recent temper 
. tantrum that he hadf Start with the events that led up to the temper tan- 
trum and, as you Imagine yourself in the client's shoes, think "what could 

I realistically do differently to control 'iny temper or what could other 
people do to help me control iny temper?" 

4) Are there sometimes when the client does control his temper? When is this? 
- What dofes he do at those times to control his temper? What can we do to 

help him to yse these same fetrategl€rs_At other times? 

5) Look for some attivity that the client likes to do wWch is Incompatible . 
with having a temper tantrum. For example, he may especially enjoy listen- 
ing to a particular record ot playing a certain gartw. Then, when a tan1|rum 
is likely.* and before he gets to the boiling point, start him on this spe- 
cial activjty that he enjoys. It is Important th^t you do this before ht 

Tlosfes his temper so that you are\iiot rewarding him after he has lost his . 
' temper, ( ) , . 

6) Ignore the tantrum— after checking to be sure the client is not in danger; 
When we react to the tantrum, the client gets exactly what he wanted--at- 
t^ntion. ' , ' , I 

7) Ask if there/is someplace where the client could let off steam but where it 
would not be 50 disruptive to others. • • , 

t) Have tht*i4o0l« who wock^irectly with the client pay attention and praise 
•-the cllent-When he does Kahdle^stress well, this will help him to develop ■ 
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CLIENT WANTS UNHEALiSTiC GOALS 




"Our clients want to do things that are not possible for them to do. How can< 
we explain this to them and still have them feel that they are Involved In the 

process?" . ' , 

1) " Do not be afraid to share your views openly and honestly. with the client. 

While you should not force your views on him, at the fdmct t1me» you should 

* also give him the benefit of your honesfoplnlon. Tell him honestly what 
you think and he will respect you more for It, even If he doesn't agree v 
jyl^h you. * * 

2) Offer the client some choice among realistic; goals. In this way he can be 
Involved In sele^ctlng « goal and won't feel that you are cutting him out of 
the selection process. * . 

3) Quest1on\the client carefully to be sure.you know preclserly what he wants 
from his goal. For example, a client may say he wants to fly an airplane 

• but, In reality, he will be very happy to simply s\t In a cockpit pf an air- 
plane. 

4) When a client does want some'th1ng*th«t you know Is clearly unrealistic, we 
find that It is o#ten best not to challenge his long-term goal. Instead, 
help, him focus on some reasonable, short^'term goals which could. In the 
long run, contribute to achlevint) his long-term goal (e.g., lemming basic 
job skills. so he can. get his first ipb). In -this way, you are not arguinfig 
with him aboiut what i»e wants In the long run and he sees you as working with 
him and helping him. . ' 

5) Let the pliant. Observe or experience what would be Involved In achieving his 
goal . He may then chobse a more real isti c goal . 
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REGRESSION Client BACKSLIDES 




♦ • 

"Things started out all right on our plan, but then everything went to pieces 
and he seems to be worse than whea we started. Wha't can we do?" 

1) Start a new plan. Start where the client Is now and then build In small 
reasonable steps. If he has regressed, that simply means that "where;he ts 
now" has shifted and we have to shift the plan. 

2) Look at what ts causing the regnssston. Frequently this has nothing to, do 
with the approach used In the plan, but It Is .something entirely outside: 
For example, the client has a fight with hfs mother and so. temporarily, 
stops working on any of his goals. In this case, stick wtth' the original 
IWPP.^plan and turn your efforts to the more basic cause of the regression. 

^3) If the client has had a history of-^'ups a;id downs" In his programming, then 
just wait for things to settle down before re^lnstl^utlng the IWPP plarT 
Don't panic and change the plans when all we really need to do Is to wait 
the client out for. a short period. 

» ^ * 

4) Keep records of the cl^nt's progress over long periods of time. In this 
way you can see that long-term progress is being made even when ther^ Is 
temporary backsliding. This type of data can also help to show whether the 
r^resslon Is temporary or a more serious problem. '1 

5) When talking with the client, focus oi/the progress that, he has made' up to 
this point rather than on the backsltding which may *just discourage him. 
from participating in' the program. 

6) Once a client has achieved the desired behavior, start using "partial rein- 
forcement." i.e., giving him attention and praise Irregularly. This will 
help to maintain h1sJ)ehav1or and also help to minimize backsliding. 
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POOR SOCIAL JUDGEMENT 




V 



"W6 have clients who woulth like to be friendly and sociably with other peo'fle, 
but they have poor. judgement abput what to say. and do with other people. Up to, 
a point their behavior does get them attention from others, .but then they 'over- 
step" and other people become angry with tbem." .. • 

1) This Is a -difficult area to change behavior because the client does receive 
. ; positive responses to much of hl-s behavloV andjmly occasionally and, some- 
what belatedly, does he jet feedback on whaflie h.as done wrong. ^Therefore, 
one of the most Important things Is to try to give him more Immediate and 
more accurate feedback about how others, feel about his behavior. Often a 
trusted friend or staff person can do this best because they are with him In 
the situations when he tends to get Into trouble. Role playing can also be 
»jused as a. way of .tea.ch1ng these social skills. If role placing 1s ^sed. It 
- Is often good to repeat actual Incidents that the client has been Involved 
In. ' . . • . . 

All persons working with titis client should be aVare of .the problem and 
shcfuld be consistent In how they deal with It. For example, if a client 
tends to ask women questions which are too personal,, then all female staff 
' who work with him should be Instructed to tell the client immediately when 
he has liecome too personal with them. If necessary, model for the staff 
how to respond to the client. ' ^ 

3). If we would practice the principles of normalization and treat clients the 
way we treat other adult persons in our society, poor socJal judgement would 
be much legs of a problem for clients. Too often staff are tolerant of in- 
appropriate social behavior from clients where* th^y would reject the same 
behavior from a non-client. Instruction in normalization principled may. 
therefore help staff to better deal with th it- type of behavior problem. - 
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SEXUAL BEHAVIOR 




PROBLEM: "We frequently have problems with clients In the areas of masturbatton » petting, 
* 'profcreatlon, etc. Do you have any suggestions?" 

SUGGESTIONS: 1) This Is emotionally charged area in our culture and one of the mosf impor- 
tant things to do in approaching this area to take a dispassionate view of 
the behavior and to put ourselves in the client's shoes and try to under- 
• stand what he is feeling and his perspective on the situation. rThis can 
help us a great deal in keeping our own heads level and also in communtcat* 
ing to the client that we understand his situation and thai; we want Xo help 
him. ♦ 

2) There are an Increasing number of good discussions of this topic put out by 
bath professional and also by client advocate groups. It is recommended 
that these sources be reviewed carefglly as pheparation for dealing with 
problems^ in' this area. . \ ^ - 

' . 3) Once we have defined clearly for ourselves wh^t is. reasonable and appropri- 
ate behavior then we. should be very open and clear with clients what our ' 
views are. If we waht to hel(? the client, we must be prepared to be very* 
' direct and open with Mm and not to hide our own ^conclusions behind oUr 
embarrassment or self-consciousness. Clarjty and- consistency are two of the 
bert ways to be of help' to a client with such an emotionally charged type of 
behavior. , ^ 

4) Since sexual behavior- must be learned^ then it -is our responslbifity to help 
clients to learn how to adt appropriately. Role playing is a good teaching 
devisee. Another Is' to give the client immediate and honest feedback about, 
^ his. behavior in this area. > 
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SHORT ATTENTION SPAN 

t 




« 



"We have clients who can concentrate on d task for only a short period of time. 
Unless they can s*ick at something for a long^ period, we cannot teach them 
other ba^ic skills. What can we do?" ^ . 

1) Start with very small goejs then gradually increase them. You may start 
with the client working at a task formless than a minute (perhaps even 5 to 
10 seconds) then gradually increase »t time. The first goal shc^uld prob- 
ably be equal to or a little less thafr his current, attention span. This 
will familiaHze the client with the procedijre and let him know that he can 
be successful. Then increase what you are asking of him in very small 
steps. Give ample praise and support for the client's accomplishments. 
One client on sUch a program went from 30 seconds to 20 minutes during a 
three year period of training. ^ 

2) Do the training with tasks that the client especially likes to do. For ex- 
ample , if the client enjoys puzzles then this would be a ^ood task to use 
for traini^ft^ 

3) Do the initial training^in a qui el location without distractions. Then 
gradu{illy mov^ back to more normal situations. 

4) When you are trying to transfer 'what hai been learned in trainintj sessions 
' to everyday life, be^sure that all persons 'working with the client are 

aware of the program and are consistent, 1n their demands on him or her. 

5) -If you are trying t^ te^ch new Skills to clients with short attentibn spans 

then break the teaching into very small units and give the client some 
alternate, distracting activity in between training sessions. Another 
strategy Is to alternate several different teaching programs in smill time 
units so that the client is working for a long peripd of time but is spend- 
ing only a very short period of time on each -program. 




STEALING 




PROBLEM: 



SUGGESTIONS: 



"We have a client who takes others' belongings. He doesn't understand that it 
is wrong to do this «nd we can|jt make him stop. Do you have any suggestions? 

1) It is very important that all' people who deal with the client be'consjstent 
in how they deal with the problem. A firm, immediate. response which does 
not reward the "client with attention is usually best. 

2) Give the client some positive ways to get the things he wants. These could 
include asking someone for permission to borrow something, or providing 
ways to earri money for things he wants. Reward 'the client with praise when 
he does these things. 

.3) Have clear consequences for Stealing. If possible, the client should help 
to decide on the consequences. .One strategy is for the client to pay a fine 
consisting of the same thing he stole. For example. if he takes someone s 
cigarettes, he has to give the person back the amount he tookt plus another 
pack. If he takes money, he* has to pay it back plus an additional amount. .^ 

4) Poor budgeting ts frequently a reason for stealing. By helping the client 
plan and follow a budget, the pressure for stealing is often reduced. 

5) Mintmize tlje chandes for stealing by marking items and putting things away. 
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